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LETTER FROM THE
COMMISSIONERS

As Commissioners of the National Commission on Military, National, and Public Service, we are pleased to pres-
ent our recommendations to the Congress, the President, and the American people in this Final Report. In the
National Defense Authorization Act for Fiscal Year 2017, the Congress charged this Commission with two primary
tasks: (1) to “conduct a review of the military selective service process” and (2) to “consider methods to increase partici-
pation in military, national, and public service to address national security and other public service needs of the Nation.”

Because our broad mandate touches upon the life of every American, we traveled across the country, visiting
urban centers, small towns, military bases, government facilities, schools, universities, community centers, faith-based
congregations, and many more places across all nine census regions. We sought out views from experts, practitioners,
Americans who serve as well as those who do not, and individuals with a diverse range of perspectives and experiences.
We heard from passionate advocates on both sides of complex and controversial topics, such as expanding registration
for the Selective Service System to all Americans, and deliberated those matters with civility and respect. Although the
11 of us come from varied backgrounds, experiences, and perspectives, we stand united behind this report as a consen-
sus product of this Commission and an expression of our desire to serve our Nation and empower our fellow Americans
to do the same.

Throughout the Commission’s work, we saw firsthand how America’s extraordinary and longstanding spirit of
service continues to shape the life of our Nation. Americans repeatedly step up in support of each other, offering their
sweat and ingenuity when needed—without being asked and without expectation of anything in return. We commend
these selfless actions, as well as past and ongoing efforts by government at all levels and by the nonprofit, faith-based,
philanthropic, academic, and private sectors to promote service and volunteerism. So much has been accomplished
thanks to this spirit of service; yet as a Nation, the United States has not unlocked the full, transformational potential
of service in all its forms. We believe that the current moment requires a collective effort to build upon America’s spirit
of service to cultivate a widespread culture of service—a culture in which individuals of all backgrounds both expect
and aspire to serve their Nation or community and have meaningful opportunities to serve throughout their lifetime.

Taken together, our recommendations offer a revolutionary and inclusive approach to service for Americans, begin-
ning with comprehensive civic education and service learning starting in kindergarten, service-year opportunities so
ubiquitous that service becomes a rite of passage for millions of young adults, and new and revitalized service options
for adults of any age, background, or experience. We envision a common expectation of service among the American
people, so that no one is surprised by the questions “How have you served?” or “How will you serve?”

Many of our recommendations focus on efforts that the Federal Government can undertake. This is consistent with
our congressional mandate and President Trump’s guiding principles and reflects the Government’s responsibility to
provide for our common defense, ensure our national security, and maintain the general welfare of the United States. In
partnership with State, local, and Tribal governments, the Federal Government has the ability to catalyze and empower
the American people to address the needs of this Nation. These recommendations will, if acted upon, enhance the



security of our Nation, elevate all forms of service, and strengthen American democracy.

We appreciate all those whose commitment to service has made this effort possible. We recognize and thank the
many individuals and organizations that have contributed their time, energy, and talent to our work. Chairman Adam
Smith and Ranking Member Mac Thornberry of the House Armed Services Committee along with the late Senator
John McCain, Chairman Jim Inhofe, and Ranking Member Jack Reed of the Senate Armed Services Committee were
instrumental in bringing service to the forefront of public debate. We believe that our findings and recommendations
will provide key congressional committees and the President with the information and impetus necessary to strengthen
America’s military, national, and public service infrastructure and expand opportunities to serve.

We also believe the actions recommended in this report will empower Americans with broader knowledge of the
fundamental principles of our Republic, increased awareness of service options, a greater number of service opportuni-
ties, and clear and supported pathways to military, national, and public service.

Incremental changes and small improvements are not sufficient to cultivate a culture of service. Bold action is
required, and we call on the Congress and the President to invest in the American people and place the Nation on a
trajectory to achieve the vision: every American, inspired and eager to serve.
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EXECUTIVE SUMMARY

ongress and the President established the National

Commission on Military, National, and Public
Service as part of the National Defense Authorization
Act for Fiscal Year 2017." The Commission has two pri-
mary statutory charges: (1) to “conduct a review of the
military selective service process” and (2) to “consider
methods to increase participation in military, national,
and public service in order to address national security
and other public service needs of the Nation.”> With 11
Commissioners appointed by the President and biparti-
san congressional leadership, this Commission represents
the first time in history that the U.S. Government has
sought a comprehensive and holistic review of all forms
of service to the Nation.

The culmination of two and a half years of extensive
research, Inspired to Serve presents the Commission’s
conclusions, including findings and recommendations
for legislative and administrative action. To identify and
develop possible policy options, Commissioners trav-
eled throughout the United States, visiting 22 States in
all nine census regions, plus the District of Columbia;
consulted hundreds of experts and stakeholders; spoke
with Americans who have participated in military,
national, and public service—as well as those who have
not; and reviewed thousands of public comments from

PUBLIC INPUT AT A GLANCE

11 Public Meetings and Forums with
41 Speakers

14 Public Hearings with 68 Panelists
42 Cities and 22 States

69 Statements for the Record

530+ Organizations Consulted
4,300+ Public Comments
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individuals and organizations on the topics before the
Commission. After publishing an Interim Report in
January 2019, the Commission held 14 public hearings
to vet a range of specific policy options before delib-
erating and deciding upon the final recommendations
presented here.’ This executive summary highlights the
major themes and desired policy goals across the Com-
mission’s broad mandate.

COMMISSION'S DEFINITION OF SERVICE

The Commission has defined service as a personal
commitment of time, energy, and talent to a mission
that contributes to the public good by protecting the
Nation and its citizens, strengthening communities,
or promoting the general social welfare.

Vision 2031: An Expectation of Service

The United States has a strong spirit of service
dating back more than 200 years. From the earliest
days of the Republic, service has been a central part
of what it means to be an American—and it remains
so today. Civic engagement and service are critical to
the health and well-being of the Nation; by bringing
people together to tackle common problems, service
makes communities stronger and strengthens American
democracy. Today, nearly 24 million individuals partic-
ipate in some form of military, national, or public ser-
vice to meet critical national needs—security, disaster
response, education, conservation, health care, housing,
and more.* These efforts are formidable and have trans-
formed lives, communities, and the Nation; but in a
country of 329 million, imagine what more could be
done if significantly more people were inspired and able
to answer the call to serve.
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“Ours is a Nation built on pride in sacrifice and
commitment to shared values—on a willingness of
our citizens to give of their time and energy for the

good of the whole.”
—Sandra Day O'Connor

The Commission envisions a bold and integrated
new approach to service that builds on the strong tra-
dition and unique spirit of service that is already alive
in big cities and small towns, military bases and gov-
ernment offices, and schools and community organiza-
tions across America. In the Commission’s vision, every
individual will be exposed to service opportunities
throughout their lifetime, beginning with young people
experiencing robust civic education and service learn-
ing during elementary, middle, and high school. With
significant growth in the number and kinds of service
opportunities, a service year will become a new rite of
passage to adulthood, intensive service opportunities for
young adults and mid-career professionals will abound,
and new and innovative ways to engage older Ameri-
cans in service to their communities and Nation will be
available for all those who want to serve. By igniting the
extraordinary potential for service, this new approach
will address critical national security and domestic
needs of the Nation, expand economic and educational
opportunities, strengthen the civic fabric of the Nation,
and establish a robust culture of service characterized by
an expectation that all Americans participate in service
of some kind, at some point in their lifetime.

Achieving this vision is not as daunting as it might
first seem—the Commission engaged firsthand with
myriad Americans who serve their Nation and their
communities each day without expectation of personal
glory or fortune. In its travels, the Commission also
observed that the desire of Americans to serve far exceeds
their opportunity to do so. Among Americans there is
a great demand for more opportunities to serve, more
knowledge about existing opportunities, and fewer bar-
riers to service. Meeting that demand will require bold
action to ensure that every American can learn about
and explore potential service opportunities and choose
an informed path of service. All levels of government,
along with nongovernmental organizations and the
American people, must break down the many barriers

that prevent many individuals from serving. In this way,
the United States will commit to making service possi-
ble for every American who wants to respond to Pres-
ident John E Kennedy’s call to the American people:
“Ask not what your country can do for you—ask what
you can do for your country.”

As its work comes to an end, it is the sincere hope
of this Commission that the Nation embrace the new
and integrated approach to service set out in this report.
Service—beginning at an early stage and continuing
throughout one’s lifetime—develops skills and leadership
among those who participate; maximizes Federal invest-
ments in pursuit of local, State, and national solutions;
helps develop the Nation’s workforce; and brings people
together to meet the critical needs of the Nation. Perhaps
most importantly, enhancing the country’s culture of ser-
vice holds the promise of invigorating civic life in Amer-
ica and strengthening the foundations of the Republic.

Ask not what your country can do for you—ask
what you can do for your country.”

—John E Kennedy

The Commission challenges the Nation to cultivate
this culture of service. By 2031—the 70th anniversary
of President Kennedy’s call for Americans to serve their
Nation—the Commission envisions that 5 million
Americans will begin participating in military, national,
or public service each year. In addition, by 2031 more
than enough qualified individuals will seek to serve in
the Armed Forces, minimizing the need for traditional
military recruiting; 1 million individuals will annually
take up federally supported national service-year oppor-
tunities, a more than tenfold increase from today’s num-
bers; and modernized Government personnel systems
will attract and enable Americans with critical skills and
new generations to enter public service.

The actions recommended in this report are
designed to place America on a path to realize this goal,
which if achieved would be as transformative as the
Nation’s efforts to put a man on the moon, establish
a universal public education system, and create a net-
work of national parks across the country. These rec-
ommendations will empower Americans with broader

National Commission on Military, National, and Public Service



WHAT IS MILITARY, NATIONAL, AND PUBLIC SERVICE?

The Commission’s enabling legislation defined military,
national, and public service as follows:

> Military service means active, reserve, or National
Guard duty in the Army, Navy, Marine Corps, Air
Force, and Coast Guard as well as the commis-
sioned corps of the Public Health Service and
National Oceanic and Atmospheric Administration.

> Public service means civilian employment in Federal,
State, Tribal, or local government in a field in which
the Nation and the public have critical needs.

knowledge of service options, create a greater number of
service opportunities, and improve pathways to connect
Americans with military, national, and public service.
In presenting these recommendations, the Commission
hopes to achieve its vision: every American inspired and
eager to serve.

Elevate All Forms of Service

The Commission believes that cultivating America’s
culture of service is a task that calls for action by all parts
of American society—Congress and the President, State,
local, and Tribal governments, nongovern-
mental organizations, and the American
people. Below are detailed proposals that
recognize and elevate the concept of service
to a national imperative.

Revitalize civic education and expand
service learning. In the course of its work,
the Commission identified a major flaw in
the American educational system: the lack of
exposure to high-quality civic education for
students throughout much of the Nation. ,
Widespread and effective civic education is action.
an essential requirement for fostering a cul-
ture of service in which Americans can identify how their
own strengths, skills, and interests could contribute to the
public good by addressing needs in their communities
and Nation. When 22 percent of American adults cannot
name any of the three branches of government, it is well
past time for the country to take action.® Significantly
greater Federal investment in civic education, widespread

WWW.inspire2serve.gov

When 22 percent

of American adults
cannot name any of
the three branches
of government, it is
well past time for
the country to take

EXECUTIVE SUMMARY

> National service means civilian participation in any
nongovernmental capacity, including with private
for-profit organizations and nonprofit organizations
(including with appropriate faith-based organiza-
tions), that pursues and enhances the common
good and meets the needs of communities, the
States, or the Nation in sectors related to security,
health, care for the elderly, and other areas consid-
ered appropriate by the Commission.

adoption of proven, State-based best practices, and incor-
poration of service learning within school curricula are
critical to preparing young Americans to realize their
obligations as citizens and expose them to opportunities
to engage in military, national, and public service.
Coordinate governmentwide service efforts
through a dedicated service council in the White
House. While the Federal Government has effective sys-
tems of military, national, and public service—which are
essential for implementing key public programs and mis-
sions—prior efforts to coordinate service initiatives across
the Government and to promote all streams
of service have fallen short. One reason
is that there is no single entity within the
U.S. Government responsible for advancing
whole-of-government support for service.
The establishment of a Council on Military,
National, and Public Service within the
Executive Office of the President—with a
Senate-confirmed leader and representation
from relevant agencies—will facilitate inter-
agency coordination and provide the policy
leadership necessary to cultivate a culture
of service. It will also ensure that the U.S.
Government maintains a framework for prioritizing and
coordinating service across Presidential administrations.
Promote cross-service marketing, recruit-
ment, and retention. The three streams of service—
military, national, and public—share fundamental
characteristics, yet the agencies responsible for them
do not collaborate. Because current efforts to advertise
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service opportunities and encourage participation are
siloed by service agency, their impact is weakened.
Joint advertising campaigns, shared market research,
and cross-service incentives—either initi-
ated or facilitated by the governmentwide
service lead—will promote awareness of
opportunities, encourage participation,
and unite these distinct streams of service
under the common goal of enhancing the
lives of all Americans.

Create a platform to help Americans
discover service opportunities. Unless a
family member or close friend has served,
most Americans lack knowledge and
awareness of military, national, and public
service opportunities. A new service plat-
form will offer Americans a one-stop shop for exploring
the wide range of opportunities in military, national, and
public service. It will also help service organizations of all
kinds find those Americans with the interests or skills
they need to achieve their missions across the country
and the world. The platform will provide young adults
with the option to seamlessly transfer their information
when they register with the Selective Service System,
enabling them to immediately learn about ways to serve
their communities and the Nation.

Advance Military, National, and
Public Service

Charged with considering methods to increase par-
ticipation in military, national, and public service to
address the needs of the Nation, the Commission iden-
tified three primary barriers that persist across all forms
of service: awareness, aspiration, and access. Each of the
following recommendations addresses one or more of
these barriers.

Military Service

Cultivating a culture of service is critical to ensuring
the long-term sustainability of the All-Volunteer Force
and to strengthening engagement between service mem-
bers and Americans who are unfamiliar with military life.
The following recommendations were crafted to increase
participation in and engagement with the military by
addressing identified barriers to uniformed service. By
gaining greater awareness of the opportunities to serve

A new service
platform will offer
Americans a one-stop the country. Expanded community-
shop for exploring
the wide range of
opportunities in
military, national,

and public service.

in the military and uniformed services—in addition to
accurate information about the realities of life as a ser-
vice member—the American public can more effectively
understand the duties and responsibilities
of being an American as well as the many
benefits of service.

Improve military outreach around

building efforts, including greater access to
military bases and facilities via public tours,
partnerships between National Guard
and Reserve units and local schools, and
enhanced promotion of military service
by Members of Congress, will significantly
increase engagement between the military
and the broader American public, shatter
myths, and provide a new generation of Americans with
firsthand information about military life.

Increase opportunities for youth to explore
service. Expanding Junior Reserve Officers’ Training
Corps (JROTC) and other youth programs, along with
promoting administration of the Armed Services Voca-
tional Aptitude Battery (ASVAB) Career Exploration
Program—currently taken by less than 5 percent of
U.S. secondary students—will enable more students to
learn about citizenship and service, gain familiarity with
the military, and understand how their own strengths
could translate into military careers and other service
options.’

Strengthen military recruiting and marketing.
Greater investment of recruiting resources in underrep-
resented markets and hometown-recruiting programs,
in combination with new funding mechanisms for mar-
keting, will help the military in meeting its recruiting
goals while improving the geographic and demographic
balance of the Armed Forces to better reflect the diver-
sity of the Nation.®

Strengthen and expand educational pathways
for military service. Additional support for students
pursuing certain degrees, certificates, and certifications
through technical or vocational programs—such as
those offered by two-year colleges and trade schools—in
return for an enlisted service commitment will help the
military services attract individuals with much-needed
skillsets and enhance recruiting of Americans who seek
to develop specific capabilities.

National Commission on Military, National, and Public Service
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Army soldiers check the controls of an ambulance during
training in Johnston, lowa.

Effectively manage military personnel. Enabling
greater movement between all components of mil-
itary service and between military service and the
private sector—facilitated by recently enacted personnel-
management authorities and expanded use of warrant
officers—will offer the services a more effective approach
to continual access to individuals with key skills, such as
digital talent or engineering.

National Service

National service programs such as AmeriCorps,
YouthBuild, Senior Corps, and the Peace Corps offer
many benefits to the country and local communi-
ties, including disaster relief, conservation of natural
resources, housing expansion for lower-income Ameri-
cans, economic development, and educational opportu-
nities for children. Participants also benefit by learning
leadership, teamwork, and technical skills; gaining expo-
sure to people of different backgrounds and cultures;
and experiencing the personal fulfillment that accom-
panies contributing to a cause greater than themselves.

Yet despite these benefits, most Americans are
unaware of national service and the opportunities
to serve and unable to foresee how a term of service
could support their future plans. The Edward M.
Kennedy Serve America Act authorized expanding
AmeriCorps to 250,000 annual participants; however,
Congress did not appropriate funds to meet that goal,

WWW.inspire2serve.gov
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and AmeriCorps slots remain at 75,000 per year.” The
following recommendations will increase awareness
of national service, promote greater access to service
opportunities, and create a service infrastructure that
would facilitate 1 million federally supported national
service-year opportunities by 2031.

Improve awareness and recruitment. Funding an
awareness campaign and referring those who are interested
in but ineligible for military service, as well as veterans,
to national service programs will help more Americans
learn about and explore national service opportunities
and make fully informed decisions to serve.

Monitor the accessibility and results of Ameri-
Corps programs. Collecting more complete applicant
and participant data will help policymakers better
understand the demand for AmeriCorps programs and
their accessibility to individuals across the socioeco-
nomic spectrum, while enabling the Corporation for
National and Community Service (CNCS) to send
AmeriCorps alumni a record of completion of national
service that includes information on training received
and certifications or licenses earned.

Increase the value, flexibility, and use of service
incentives. Increasing the AmeriCorps and Senior
Corps living allowances and the Segal AmeriCorps Edu-
cation Award, exempting the Segal Award from income
taxes and allowing a cash-out option, and promoting
in-state tuition for national service alumni will help
make a service year a viable option for those who do not
have other means of financial support and will increase
the value and usability of the benefits associated with
AmeriCorps.

“Life’s most persistent and urgent question is,
‘What are you doing for others?””

—DMartin Luther King, Jr.

Expand opportunities through national service.
Doubling the participation of opportunity youth—the
4.5 million Americans ages 16-24 who are neither
working nor in school—and Tribal members in national
service programs; expanding service opportunities that
welcome diverse abilities, including individuals with
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intellectual and developmental disabilities; and leverag-
ing national service to reintegrate ex-offenders will help
share the benefits of national service more broadly.'

Establish new models for national service.
Awarding national service fellowships to support indi-
viduals participating in a service year at any certified
nonprofit organization will significantly expand the
universe of opportunities for national service, especially
in rural and underserved areas. Also, providing dedi-
cated funding for demonstration projects will enable
CNCS to test and expand other innovative approaches
for national service.

Public Service

The Federal civil service personnel systems require
urgent attention. The difficulties facing Government
hiring are so severe that the Government Accountability
Ofhice identifies strategic human capital management as
a “high risk” area in need of transformation if the Gov-
ernment is to work effectively and efficiently."" Existing
practices block younger Americans and workers with
critical skills from entering public service and jeopardize
the ability of Federal agencies to replenish their work-
force in the face of a looming wave of retirements.

Modernizing the civil service is politically and tech-
nically difficult. The public service recommendations
below attempt to address near-term, urgent problems and
long-term, structural issues: existing personnel processes
should work better, so that agencies can function today,
and the Federal personnel system should be replaced
with a modern, talent-management approach to enable
the Federal Government to be competitive with other
employers in the future. With roughly one-third of Fed-
eral employees eligible to retire in the next five years, such
changes are critical to ensure that the Federal workforce is
stable, the United States retains its competitive edge, and
governmental missions to serve the American public are
not endangered.'? Public officials and civic leaders should
also recognize the work of public servants as vital to the
security and well-being of the Nation and avoid nega-
tive and disparaging comments that undermine morale
among the current public-sector workforce and discour-
age Americans from pursuing public service careers.

Reform Federal hiring. Updating application and
hiring processes with accessible job descriptions, proac-
tive recruiting, valid assessment methods, and greater

Source: CNCS
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An AmeriCorps member tutors students in Minnesota.

flexibility for agencies to select candidates—including
improved systems to connect hiring managers and
applicants eligible to bypass the competitive hiring pro-
cess—will improve the ability of agencies to hire much-
needed, highly qualified candidates.

Modernize veterans’ preference. Applying pref-
erence as a tiebreaker between equally qualified candi-
dates, and focusing its use for veterans transitioning as
new entrants to Federal civilian service, will be more
effective in attracting highly qualified veterans to Fed-
eral jobs in which they will likely excel.

Expand noncompetitive eligibility. Extending
noncompetitive eligibility to all national service alumni
and Federal fellowship and scholarship participants—
and expanding eligibility for the Veterans Recruitment
Appointment to 10 years after separation from the
military—will further enable Federal agencies to take
advantage of the talent, skills, and taxpayer investments
in national service alumni, Federal fellows and scholars,
and military veterans.

Revamp hiring systems for students and recent
graduates. Establishing a Public Service Corps, sim-
ilar to the Reserve Officers’ Training Corps (ROTC),
in partnership with institutions of higher education;
creating a new center to streamline and expand fellow-
ship and scholarship programs across the Federal Gov-
ernment; and overhauling the Pathways Programs for
student interns and recent graduates will help bring a

National Commission on Military, National, and Public Service



new generation into public service and foster a pipeline
of sustainable talent for Federal agencies.

Any definition of a successful life must include

service to others.”

—George H. W, Bush

Promote a high-performing personnel culture.
Elevating and investing in the human resources func-
tion; developing agency workforce plans to hire, retain,
and reskill qualified individuals; and empowering agen-
cies to communicate with the public about their mission
and to promote service will foster a culture in which
agencies make full use of available personnel authorities
to meet agency workforce needs.

Address critical-skills challenges. Streamlining
and extending special personnel systems for Federal
agency health care and cybersecurity professionals,
establishing a civilian cybersecurity reserve corps, and
investing in the technical skills of current employees
will enable agencies to meet workforce needs amid stiff
competition from private-sector employers.

Increase the competitiveness of benefits. Offer-
ing an option with fully portable retirement benefits,
establishing a cafeteria plan for certain benefits, and
improving communication about benefits will enhance
Federal agencies’ ability to compete for talented workers
who do not seek career-long Government employment.

Develop and implement a new personnel sys-
tem. Expanding demonstration-project authority for
the Office of Personnel Management, launching a pilot
project to test a new personnel system, and rigorously
evaluating these projects will establish an evidence base
to inform the development of a new, governmentwide
personnel system that will be competitive for current
and future workforce needs.

Strengthen Emergency National
Mobilization

Though the Commission aims primarily to culti-
vate a culture of voluntary service across the country, it
also recognizes the Federal Government’s vital need to
organize the American people to provide for the com-
mon defense through mandatory military service in the

WWW.inspire2serve.gov
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case of a national emergency. The recommendations
below offer steps to modernize, enhance, and improve
America’s system to draw on the talents, skills, and abil-
ities of all Americans if a national emergency requires
lawmakers to do so.

Maintain a military draft mechanism in the event
of national emergencies. To meet military personnel
needs in the face of future threats and to demonstrate
America’s resolve to international allies and adversaries,
the Nation needs the Selective Service System to remain
a viable U.S. national security institution.

Formalize a national call for volunteers prior to
activating the draft. While the United States should
maintain the ability to conscript individuals into mil-
itary service in response to a national emergency, the
President and Congress should encourage Americans to
voluntarily join the military through an official call for
volunteers before resorting to the draft.

Retain the Selective Service System’s current reg-
istration posture. Should the Nation be faced with a
crisis so significant that it must activate conscription,
the Government will benefit from an active system
ready to induct personnel. After considering voluntary
and mandatory registration systems, the Commission
concluded that maintaining an active, mandatory reg-
istration system mitigates the level of potential risk to
the Nation and protects the critical functions and pro-
cedures that safeguard a fair, equitable, and transparent

draft process.

Crew members from Coast Guard Air Station Detroit
perform helicopter-rescue training.
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“If we desire peace, one of the most powerful
institutions of our rising prosperity, it must be

known that we are at all times ready for war.”

—George Washington

Convey to registrants their potential obligation
for military service. The rise in prevalence of secondary
registration methods—such as enabling applicants for
driver’s licenses or Federal student aid to simultaneously
register with the Selective Service System—has gener-
ated high compliance rates; however, these systems
have made the selective service process markedly less
transparent to those registering. It is critical to ensure
that registrants have a complete understanding of the
potential obligations associated with draft registration.

Ensure a fair, equitable, and transparent draft.
Common obligation shared generally through a lottery
system is the foundation of a fair, equitable, and trans-
parent draft. However, should an individual unknow-
ingly or mistakenly fail to register, a mechanism to allow
corrective registration is necessary to mitigate unduly
harsh lifelong penalties to which they would otherwise
be subject.

Develop new voluntary models for accessing
personnel with critical skills. After exploring a range
of options for identifying personnel with critical skills,
the Commission concluded that only in the direst of
circumstances should individuals be singled out for
compulsory service because of their specific abilities.
However, sustaining the most lethal and capable mil-
itary in times of conflict requires the enhancement of
voluntary mechanisms to engage such men and women,
including the creation of a critical skills Individual
Ready Reserve and a national roster of volunteers.

Improve the readiness of the National Mobiliza-
tion System. The lack of institutionalized exercises of
national mobilization processes, coupled with the low
degree of public engagement with and awareness of
the system, undercuts the effectiveness of the Nation’s
draft contingency. To hold appropriate government
entities responsible for maintaining national mobiliza-
tion requirements and exercising the national mobili-
zation process, the President should identify an official
accountable for whole-of-government coordination. In
addition, the Secretary of Defense should appoint an

official to focus specifically on Department of Defense
responsibilities.

Expand Selective Service Registration

In reviewing the question of whether Selective
Service registration should include women, the Com-
mission seriously considered a wide range of deeply felt
moral, legal, and practical arguments and explored the
available empirical evidence.

Extend Selective Service registration to women.
The Commission concluded that the time is right to
extend Selective Service System registration to include
men and women, between the ages of 18 and 26. This
is a necessary and fair step, making it possible to draw
on the talent of a unified Nation in a time of national
emergency.

For additional detail on recommendations and

implementation, please see the main report and

appendixes.

National Commission on Military, National, and Public Service



INTRODUCTION

he United States of America is a country built on

service—to one another, to the community, and
to the Nation. Even before the founding of the Repub-
lic, service was cultivated through participation in the
colonial militias and associations dedicated to helping
others. Service continued to flourish with the establish-
ment of representative local, State, and Federal govern-
ments. Over time, and with each generation, this spirit
of service has continued to grow, playing a central role
in strengthening civil society and shaping the Nation’s
character. Americans express this spirit in many forms,
from everyday acts of kindness toward neighbors and
community-organized efforts to rebuild after hurri-
canes, floods, or wildfires to moments of profound
national unity such as emerged following the attack on
Pear]l Harbor in 1941 or after September 11, 2001. Ser-
vice in America is a critical ingredient of a vibrant and
healthy democracy.

COMMISSION'S DEFINITION OF SERVICE

The Commission has defined service as a personal
commitment of time, energy, and talent to a
mission that contributes to the public good by
protecting the Nation and its citizens, strengthen-
ing communities, or promoting the general social
welfare.

Indeed, Americans service to one another and
to the Nation has long been an example to people
throughout the world. Nearly 200 years ago, Alexis de
Tocqueville traveled the country and observed, “I have
seen Americans making great and sincere sacrifices for
the common good and a hundred times I have noticed
that, when needs be, they almost always gave each
other faithful support.”*® This spirit of service marked
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a central element of what was, at the time, a novel
approach to government—whose foundation was an
involved citizenry.

The United States continues to be a radical exper-
iment in inclusive representative democracy, unique in
the history of the world. What makes it so radical and so
exceptional is the combination of its ever-evolving and
expanding civil society together with the open and free
discourse that fuels its political system. At its best, these
characteristics enable the United States to confront or
prevent crises and to seize opportunities by harnessing
the power of diversity of thought, respectful debate, and
collaboration focused on a common purpose. But these
strengths are not a given—without attention and care,
they are at risk.

It is the foundational premise of this Commission
that building on America’s spirit of service in order to
nurture, promote, and expand a culture of service is
vital to securing the Nation’s future. A civil society sus-
tained in peacetime by a robust culture of service and
a strong sense of community will be better inoculated
against the myriad challenges and threats that it may
face in the future. Service within and across communi-
ties breaks down cultural barriers, builds respect, and
strengthens collaboration, understanding, and dia-
logue. And in times of crisis, participatory civil society
enables people to naturally join together, contribute to
their communities, and defend the Nation. Fortunately,
America has—as de Tocqueville recognized—a predis-
position to service on which the country can build to
meet the challenges of the future, but that predisposi-
tion must be strengthened.

Such strengthening cannot take place without thor-
ough analysis and thoughtful planning. Senators John
McCain and Jack Reed along with Representatives Mac
Thornberry and Adam Smith recognized the value of
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Military and national service members build homes
together in Annapolis, Maryland.

all forms of service and the common thread that con-
nects military, national, and public service. Together
they led the bipartisan effort to establish this Commis-
sion—the first time in U.S. history that a government
body has been charged with a comprehensive and holis-
tic review of service. The Commission’s congressional
mandate—to review the military selective
service process and consider methods to
increase participation in military, national,
and public service to address the Nation’s
needs—reflects these ambitions.

Just as de Tocqueville concluded
after his travels, so too the Commission
observed firsthand by visiting Americans
throughout the country that this Nation
is bolstered by a spirit of service and pub-
lic purpose. By examining the past and
envisioning the future, the Commission
offers a new and integrated approach
to expanding awareness of, aspiration
toward, and access to opportunities for
service. The recommendations that follow link mili-
tary, national, and public service through investment,
education, and policy aimed at inspiring and enabling
more Americans to serve. Ultimately, the Commission
makes service the keystone of a strategy to meet crit-
ical national needs, ensure the Nation’s security and
defense, improve the quality of life for all Americans,

The Commission’s
vision is that
Americans, of all
ages, will become
aware of and have
the opportunity to
lend their time,
talents, and energy

to the common good.

invigorate civil society, and strengthen America’s
democracy.

Vision 2031: An Expectation of Service

In 1961, President John E Kennedy issued a call
to service for a new generation seeking direction for
the decades to follow. “Ask not what your country can
do for you,” he urged, “ask what you can do for your
country.”' Today, although nearly 24 million individ-
uals participate in some form of military, national, or
public service, many of the 329 million Americans are
either unaware of the various opportunities and ben-
efits of service or face some kind of barrier to serving.
As a result, Kennedy’s call to action is an option for
too few Americans. The Commission seeks to change
this reality.

The Commission’s vision is that Americans, of all
ages, will become aware of and have the opportunity
to lend their time, talents, and energy to the common
good. By 2031, 70 years after President Kennedy’s call
to action, 5 million Americans will be newly partici-
pating each year in military, national, or public service.

Some Americans will seek military or public service
options; many otherswill participate in a national service-
year opportunity, which will become a rite
of passage for a large share of each rising
generation. Increasingly, participating
in robust service opportunities will help
young Americans move into adulthood
as engaged members of their commu-
nities. Options for continued military,
national, and public service will be more
widely available throughout Americans’
adult lives, taking many forms—as full-
time or part-time military and national
service members, as civil servants, as cor-
porate employees on service sabbaticals, as
emergency responders, and as community
volunteers. Opportunities for older Ameri-
cans will also continue to grow, ensuring that individu-
als have chances to serve throughout their lives.

Each recommendation in this report represents one
step closer to this vision of a culture of service and is
designed to set America on a trajectory to realize wide-
spread and meaningful voluntary service, with every
American choosing to serve in some way at some point

National Commission on Military, National, and Public Service



in life. Achieving this vision will require significant
investment and bipartisan leadership in several major
overlapping areas as well as robust support
to those who serve, making service not
only possible but also desirable.

The first

investment needed to catalyze a culture

and most foundational
of service is federally funded and locally
developed civic education and service
learning. Federal funding for civic educa-
tion has plummeted in the past decade,
and pales in comparison to support for
other subjects.” Yet without a solid base
of knowledge about the principles of the
U.S. system of government, many Ameri-
cans are ill-equipped to become contribut-
ing members of civil society.'® When civic
education is reinvigorated, students across
the country will gain the ability to identify
social and civic problems in their commu-
nity, State, and Nation and understand how they can
make a difference. Schools offering age-appropriate
service-learning programs will expose students to service
and its many benefits, beginning in elementary school.
Older students will have the chance to participate in
summer- and semester-long service opportunities as
they progress toward graduation. By 2031, 70 years
after President Kennedy’s call to “ask what you can do
for your country,” every 18-year-old will be asked—and
be well prepared to answer—the following question:
“How will you serve our country?”

In addition, America should launch a concerted
effort to bolster military service, with the goal of increas-
ing interest in and eligibility for military service from
across society, not just from those families or regions
with a legacy of military service, and to attract and
retain the talent needed to maintain global competitive
advantage. Increasing participation in and engagement
with the military by expanding awareness of the oppor-
tunities to serve in the military, in addition to provid-
ing accurate information about the realities of life as a
service member, is crucial to ensuring that the Armed
Forces are truly representative of American society.
By 2031, increased outreach and education regarding
military service will result in more than enough qual-
ified individuals seeking to serve in the Armed Forces,
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By 2031, 70 years
after President
Kennedys call to
“ask what you can
do for your country,”
every 18-year-old
will be asked—and
be well prepared
to answer—the
Jollowing question:
“How will you serve

our country?”

Source: CNCS
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minimizing the need for traditional military recruiting.

The Commission also proposes extending the obli-
gation of registering for the Selective Ser-
vice to all Americans, men and women,
and reconceiving registration as a solemn
occasion that requires reflection on the
obligation to serve one’s country if called
to do so in a time of national emergency.
Reafhirming this common obligation will
provide a mechanism to call on the depth
of America’s talent in times of crisis.

In conjunction with these steps to
enhance awareness of military service and
to expand registration for the Selective Ser-
vice, al/ young men and women—for the
first time—will be introduced to various
types of nonmilitary service opportuni-
ties, including national and public service.
Through an innovative and integrated ser-
vice platform, Americans will be invited
to explore—in one place—the military, national, and
public service opportunities that would best suit their
interests and abilities.

With respect to national service, the Commission
challenges the Nation to commit to increasing federally
supported national service-year opportunities to 1 mil-
lion annually by 2031, up from about 80,000 today."”
Despite high demand, service opportunities available
through the Peace Corps, AmeriCorps, and other

Senior Corps volunteers support people affected by a
tornado in Tuscaloosa, Alabama.

n



INTRODUCTION

programs have remained static, and significant finan-
cial barriers prevent many Americans from pursuing
national service. A new level of investment will make
national service opportunities available to more Amer-
icans, while a reformed compensation and benefit sys-
tem will reduce obstacles to service and encourage many
more people to explore national service opportunities.
The Nation’s need for such service programs—in areas
ranging from education to economic opportunity, from
health care to environmental stewardship and commu-
nity resilience—is clear.

Finally, policymakers must modernize Government
personnel systems and career pathways to attract new
generations and new talent to public service employ-
ment. Government at all levels must develop and invest
in a public service workforce that can continue to serve
the American people, contribute to the common good,
and meet the critical needs of the Nation today and in
the future. The civil service workforce of Federal, State,
local, and Tribal governments must be able to recruit
talent, particularly younger workers and those with
critical skills, to obtain the individuals required for the
Nation to accomplish important missions central to
Americans’ quality of life—ranging from safe food to
accurate weather forecasts to robust national security in
an era of great power competition. Further, public offi-
cials and civic leaders should refrain from disparaging
characterizations of public servants, which demoralize
those who currently serve and undermine the ability
to recruit future public servants. It is essential that all
Americans properly recognize and honor
those committed and talented individ-
uals who serve the Nation and its people
through public service and who play a vital
role in maintaining the common good.

The Commission believes that 5 mil-
lion Americans newly serving each year
is only the beginning: the true goal is a
Nation in which active citizenship and a
commitment to service are expected and demonstrated
daily. Success will be easy to recognize—when service is
the norm, rather than the exception.

Source: National Park Service

Success will be easy
to recognize—uwhen
service is the norm,
rather than the
exception.

Wildland firefighters monitor fire activity at Manassas
National Battlefield Park in Virginia.

A Path Forward

George Washington declared, “It may be laid down,
as a primary position, and the basis of our system, that
every Citizen who enjoys the protection of a free Gov-
ernment, owes not only a proportion of his property,
but even of his personal services to the defence of it[.]”'8
These words are still relevant today.

This report presents recommenda-
tions for Congress and the President that,
if implemented, will steer America on a
course to achieve the ambitious goals set
out above. It is the Commission’s fervent
belief that this bold vision of service not
only will address the Nation’s critical needs
but also will reinforce the civic fabric of
American society by strengthening the
connections between Americans and creating a new
common understanding of what it means to be an
American. The Commission calls on the Nation’s lead-
ers and the American people to commit to an ambitious
course to cultivate America’s culture of service so that
every American is inspired and eager to serve.

National Commission on Military, National, and Public Service



ELEVATE ALL FORMS
OF SERVICE

o maximize the potential of service to enhance the

Nation, the United States needs to transition from
today’s siloed approach to service toward an approach
that lifts all forms of service and takes full advantage
of their complementary strengths. The Commission’s
proposed approach starts with infusing civic education
and service learning throughout the U.S. educational
system, and it continues with a new forum to coordi-
nate support for service across Government and a new,
internet-based platform to connect Americans with all
kinds of service opportunities.

Prioritize Civic Education and Service
Learning

As the Commission traveled the country in search
of ways to engage more Americans in service, nearly
every conversation or meeting included a passionate
call to improve civic education. Leaders in military,
national, and public service as well as Americans from
across the political spectrum stressed civic education’s

ability to increase Americans’ awareness of, aspiration
for, and access to service and recommended that the
Commission develop ways to enhance and expand civic
education throughout the United States. These con-
versations, coupled with research on the relationship
between education and service, revealed an important
finding: high-quality civic education plays a critical
role in creating informed and engaged citizens who are
more likely to make a positive impact on the Nation
and their communities by pursuing service throughout
their lives."”

“[T]he only reason we have public school
education in America is because in the early days
of the country, our leaders thought we had to teach
our young generation about citizenship . . . that

obligation never ends.”
—Sandra Day O Connor

CIVIC EDUCATION AND SERVICE LEARNING

> (Civic education includes teaching the funda-
mental principles enshrined in the Constitution,
Declaration of Independence, and other founding
documents; deepening students’ understanding of
how those principles apply to civic life; and provid-
ing experiences that intentionally prepare students
for informed, engaged participation in civic life.
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> Service learning is an instructional approach that
integrates classroom teaching and reflection with
community service projects. Service-learning
techniques may be applied in virtually any class—
including science and mathematics—and provide
students with meaningful experiences by exposing
them to the values of service, such as commitment,
contribution to community, and collaboration.
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Despite the clear importance of civic education,
however, the Nation is failing to prepare the next gener-
ation of Americans to participate actively in U.S. civic
and democratic life through voting, service, civil dis-
course, and community involvement. Federal funding
for civic education has all but disappeared in recent
years. Moreover, States and schools have, by and large,
given precedence to other important subjects, especially
science, technology, engineering, and mathematics
(STEM), at its expense. Government has not met its
promise of educating young Americans in the funda-
mental principles of citizenship.

The Commission believes that the United States
must make a concerted effort to prioritize robust civic
education and academically relevant, high-quality ser-
vice learning at all levels of education—from kindergar-
ten to 12th grade, and beyond.

States and local school districts bear responsibil-
ity for developing and implementing effective civic
education, consistent with the primary role that these
authorities play in America’s public education system.
The Federal Government’s role—incentivizing and cat-
alyzing efforts to deliver and innovate in civic educa-
tion—is also crucial. America, as a whole, must value
civic education as a critical foundation of the health and
future of this Nation.

The State of Civic Education

To participate effectively as citizens, Americans
need basic knowledge of the principles of American
democracy, the components of the U.S. Government,
and individual rights and responsibilities,
as well as education in the skills necessary
to participate responsibly in civic life. Yet,
according to recent polling, 22 percent of

America, as a
whole, must value

concepts, citizens are ill-equipped to participate mean-
ingfully in civic life.

“We have a democratic republic—a form of
government that relies upon knowledgeable,
engaged citizens—that is operating without
enough knowledgeable and engaged citizens to

sustain it.”

—Emma Humphries, iCivics

Data on students is limited but similarly disheart-
ening. The U.S. Department of Education’s National
Assessment of Educational Progress (NAEP) civics assess-
ment, often referred to as the “Nation’s report card,” is
the sole nationally representative test of student under-
standing of civics concepts, but it is administered only
sporadically.”? Results from 2014—the most recent data
available—show that by the end of middle school, stu-
dents’ understanding of basic facts is limited; less than
one-quarter of eighth grade students received a rating of
“proficient,” indicating that they understand and could
explain the purposes that government should serve.”

Inadequate and Inconsistent Policies

The U.S. education system prioritizes local control.
The governments of the States, District of Columbia
(DC), and U.S. territories and possessions set curric-
ulum standards—and some delegate this responsibility
to local school districts. As a result, edu-
cational standards vary across the country.
Nevertheless, every student in the United
States, regardless of their location, should

American adults cannot name any of the  civic education as a graduate from high school with the knowl-
three branches of government, and 37 per-  ,j4704/ foundation edge, skills, and dispositions needed to
cent cannot name or do not know any of p ft e health and thoughtfully and responsibly engage in

the rights guaranteed by the First Amend-

their community and Nation.

ment to the Constitution.? f uture Of this Although all States and DC mandate

Americans' knowledge of State and  Nyzion.

local government structures and functions
is also limited. For example, more than
half of recent survey respondents did not know whether
their State has a constitution.”’ Without an under-
standing, or even an awareness, of certain foundational

some form of instruction in U.S. govern-
ment or civics between kindergarten and
12th grade, the Commission found that
six States do not make a dedicated civics or U.S. gov-
ernment course a condition of high school graduation.
While 44 States and DC do require such a course,

National Commission on Military, National, and Public Service
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Figure 1: High School Civic Education Requirements by State

As of 2019, 44 States and DC require students to take a civics or U.S. government course as a condition of high
school graduation, but only eight of them require a full year of instruction. Six States have no such graduation

requirement for their students.

HI

Source: Commission research.
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most of them are satisfied with a single semester of
instruction.™

The assessment of K—12 civic education also var-
ies among States and school districts. The Commission
found that only 22 States require high school students
to be tested on civics or U.S. government before they
graduate, and even fewer make social studies assessments

* Twelve States require students to take a civics or U.S. government course,

but do not specify the course’s length.

WWW.inspire2serve.gov

part of their efforts to hold schools accountable, thereby
limiting the ability of policymakers and the American
people to identify and address the challenges faced by
underperforming schools.

Service learning, too, receives inadequate and incon-
sistent support from States and localities. Service learning
enables students to apply their academic knowledge and
skills to help their communities. Indeed, students who
participate in service-learning opportunities demonstrate
better academic performance, a deeper understanding of
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-
Ashley’s Story

I was always drawn to teaching social studies, but found

it challenging to connect the materials to students’ lives.
Focusing on civics, and specifically adopting a curriculum

that addresses our political system and how we govern,

has given me a true purpose in my teaching. The Center

for Civic Education program, We the People: The Citizen and

the Constitution, allows me to foster critical thinking, public
speaking, and research and writing skills, as well as advanced
knowledge of the Constitution and our rights as individuals.
Students dive deeply into controversial historical political
questions and challenges we might face in the future, simulating
congressional hearings in local, State, and national competitions.
My students have won the State competition several times

and also participate in local election campaigns, assist with the polls on election days, and advocate for
local issues. Ultimately, the value of civic education cannot be overestimated. It is vital that the students
of today are provided with the education needed to be the active, engaged citizens of tomorrow.

civic responsibility, and a stronger ethic of service.” Yet
the Commission found as of 2019, only 13 States have
incorporated service learning into their high school social
studies curricular standards.

To make civic education policies across the country
more consistent, some States and civic educa-
tion organizations have developed and called
for greater support for standardized frame-
works and assessments. For example, repre-
sentatives of 21 States joined with 15 national
organizations committed to advancing social

Civic Life (C3) Framework for Social Stud-
ies State Standards, which offers rigorous
guidance for K-12 instruction in civics, eco-
nomics, geography, and history.”> While most
States have incorporated the C3 Framework into their

existing social studies standards, the Commission found
that 21 States and DC have not.

Lack of Investment

Schools need funding to prioritize and teach
civic education. Moreover, funding enables teachers
to receive the professional development necessary to

Compared to the
amounts spent on
other important
subjects, Federal
studies to develop the College, Career, and funds dedicated to
civic education
are minimal.

provide quality instruction to students. Unfortunately,
investment in civic education and service learning has
declined significantly in recent years.

Federal funding reserved specifically for civic
education programs peaked at about $150 million in
fiscal year (FY) 2010, with the largest por-
tion coming from the U.S. Department of
Education’s Teaching American History
(TAH) Grant program. From 2001 through
2011—when Congress eliminated it—the
TAH program awarded about $100 million
annually to school districts across the coun-
try to partner with universities, nonprofits,
museums, and others to create effective pro-
fessional development programs for K—12
teachers.?® As of 2019, however, the U.S.
Department of Education and civic education advo-
cates estimate that the Federal Government spends
only about $5 million annually on civic education.”
Compared to the amounts spent on other important
subjects, Federal funds dedicated to civic education are
minimal. Notably, the Federal Government spends over
$3.2 billion in support of STEM education.”® Though
the nonprofit community focused on civic education

National Commission on Military, National, and Public Service



is growing, foundation funding alone cannot offset the
reduction in Federal investment.”

Similarly, the Federal Government devotes limited
funds to service learning. In 2011, Congress eliminated
the $39.5 million appropriated to the Corporation for
National and Community Service (CNCS) for its Learn
and Serve America program, which awarded grants to
educational organizations for service-learning-related
projects and professional development.* This program
served about 1 million students annually across the
Nation and provided about 35,000 elementary and mid-
dle school teachers with direct funding to implement
service-learning projects in their classrooms.’!

While these funding reductions may seem small in
the context of America’s broader education system, they
send an important signal to policymakers and educa-
tion leaders throughout the Nation. In an environment
characterized by competing curricular demands, an
acute teacher shortage, and financial challenges in many
jurisdictions, limited Federal investment in civic edu-
cation makes it increasingly difficult for teachers and
schools to treat this essential topic as a priority.*

“Learning to be a good citizen is learning to live to
the maximum of one’s abilities and opportunities,
and every subject should be taught every child

with this in view.”

—Eleanor Roosevelt

Despite these unfavorable conditions, a handful of
States have recently acted to revamp civic education in
ways that could serve as a model for the Nation. Illi-
nois, for example, set new standards for high school
civic education that incorporated several best practices,
including classroom discussion of current and contro-
versial events, service learning, and simulation of the
democratic process.” Importantly, Illinois also allows
schools to use public-private partnerships to tap into
private-sector resources, enabling greater innovation in
the classroom.* In Florida, the Sandra Day O’Connor
Civics Education Act requires that all middle school
students complete one semester of civic education,
receiving credit only by successfully passing the course
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and a standardized, statewide content knowledge assess-
ment.” Florida also developed elective service-learning
courses, which provide students with additional oppor-
tunities to engage in community service during the
school day.** Massachusetts requires its middle and
high schools to offer at least one student-led, nonpar-
tisan civics project that is consistent with the curricula,
ensuring that students are given the opportunity to use
their academic skills in practical settings.”” Each of these
States has shown that progress can be made, that work
still remains to be done, and that States can respond to
the changing educational needs of the Nation.

Findings and Recommendations

Jump-starting a nationwide revitalization of civic
education and service learning requires a significant
financial commitment from the Federal Government.
With additional funding, States and school districts
could expand civic education, service learning, and
related professional development programs, in partner-
ship with colleges, universities, nonprofit organizations,
and other civic education stakeholders. Dedicated fund-
ing would also enable schools to hire additional staff
to teach civics, integrate service learning into the class-
room, and offer extracurricular activities, field trips, and
other enrichment opportunities to students.

The Commission calls on Congress and the Presi-
dent to bolster the Federal investment in civic education
and service learning by adopting the recommendations
below. By appropriating $450 million each year to civic
education and service-learning funds, the Federal Gov-
ernment will recognize both as national priorities and
will lay the foundation to ensure that students at all
levels have access to high-quality civic education and
service-learning opportunities.

n The Commission recommends that

Congress appropriate $450 million per
year for civic education and service
learning.

1a. Create a Civic Education Fund.

>>  The Commission recommends that
Congress create a Civic Education
Fund and provide an initial investment
of $200 million each year to State
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educational agencies (SEAs), local edu-
cational agencies (LEAs), institutions of
higher education (IHEs), and nonprofit
organizations, via the U.S. Department

of Education, to develop and implement
best practice curricula that incorporate
civic education, applied civics, and service
learning across the K-12 experience and
to provide teacher development oppor-
tunities in civic education, applied civics,
and service learning. The goals, by 2031,
are all K-12 students exposed to civic
education and all students in 4th, 8th, and
12th grades test at or above “Proficient”
in the National Assessment of Educational
Progress (NAEP) test in civics.*

>>  The Commission recommends that the
President direct the U.S. Secretary of
Education to create a dedicated position
or office within the U.S. Department of
Education responsible for overseeing and
administering the Civic Education Fund
and coordinating other civic education
and service-learning initiatives of the
Federal Government.

“The ability of our citizens to become effective
and contributing members of our society requires
them to be empowered through knowledge of their
government and institutions that ensure the well-
being of our society.”

—Alpassan Susso,
2019 New York State Teacher of the Year

The term “State educational agencies,” unless otherwise specified, refers
to government educational agencies within each of the 50 States of the
United States, the District of Columbia, the Commonwealth of Puerto
Rico, and the territories and possessions of the United States. The term
“local educational agency” includes tribally sanctioned educational
authorities, as that term is defined in the Elementary and Secondary
Education Act of 1965, as amended.

By appropriating significant financial resources,
the Federal Government would signal its commitment
to civic education as a national priority. In addition,
providing seed funding to educational authorities to
promote civic education would spur the development
of innovative practices more likely to achieve the goals
of civic learning. To help school districts with fewer
resources, a portion of the fund would be distributed
as formula grants to local school districts in high-need
communities, with the remainder available as compet-
itive grants to school districts, States, and nonprofits.
Moreover, as indicated in Appendix B, an appropriate
portion of the grants would be devoted to professional
development programs in applied civics—a form of ser-
vice learning that is essential to quality civic education.

1b. Create a Service-Learning Fund.

>>  The Commission recommends that
Congress create a Service-Learning Fund
and provide $250 million each year from
the above appropriation to SEAs, LEAs,
IHEs, State Service Commissions, and non-
profit organizations, via CNCS, to develop
and implement service-learning programs
and opportunities for hands-on commu-
nity service for K-12 and postsecondary
students across the country. The goals,
by 2031, are all K-12 students receiving
in-class service-learning experiences, 1
million 6th to 12th grade students partic-
ipating in a Summer of Service program
each year, and 1 million 9th to 12th grade
students participating in a Semester of
Service program each year.

>>  The Commission recommends that the
President direct the Chief Executive
Officer (CEO) of CNCS to create a dedicat-
ed position or office within CNCS respon-
sible for overseeing and administering
the Service-Learning Fund.

This Federal investment would help State and local

authorities pilot programs for Summers of Service,
Semesters of Service, and service-learning programs in

National Commission on Military, National, and Public Service
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their schools. Adopting extended service-term frame-
works can encourage students to develop a greater
appreciation of how civic action can address social
problems, to cultivate important skills for future edu-
cation or careers, and to pursue service in the future.
Incentivizing States and school districts to implement
dedicated service terms may also foster an expectation
that service is a requirement of maturity and promote a
nationwide culture of service in which most, if not all,
students serve during their school years, thereby estab-
lishing the foundation for a lifetime of service.

Dedicated resources are essential for the success
of service-learning programs, as current funding lim-
itations curtail educators’ ability and willingness to
implement this pedagogical approach. With additional
funding, schools would be able to meet the materials
and transportation costs associated with service-learning
programs without relying on teachers to pay for such
expenses out of their own pockets. Additional funding
would also enable school districts to provide teachers
with the time and support needed to develop their
service-learning skills and to build service-learning
activities into their curricula. The Service-Learning
Fund would, therefore, help lower financial barriers and
incentivize schools and educators to actively promote
and incorporate service learning into classrooms across
the Nation.

Students learn through hands-on exploration at the
National Archives.

WWW.inspire2serve.gov
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“There are many young people who are civically
engaged who are passionate about engaging other
people around them; however, they may not have

the support or the resources to be effective.”

—Ananya Singh, high school student & Youth Advisory
Council Mentor, National Youth Leadership Council

n Improve NAEP participation and

information sharing.

>>  The Commission recommends that
Congress amend the law to require
States to participate in the NAEP civics
assessment, require the National Center
for Education Statistics (NCES) to publish
results of the NAEP civics assessment
both in the aggregate for the Nation and
separately for each State, and require
schools to administer the NAEP civics
assessment every two years.

Currently, States receiving Title I funds are
required to participate in NAEP reading and math-
ematics assessments only for the fourth and eighth
grades and can opt in for additional subject testing. As
a result, the NAEP civics assessment is not mandatory
and has not been administered regularly. When it is
administered, it is often provided only to eighth grade
students. Furthermore, results from the NAEP civics
assessment are not disaggregated by State and present
only the national average.

A requirement for all States to administer the
NAEP civics assessment and for the National Center
for Education Statistics to disaggregate its results would
produce several benefits. These include a better under-
standing of the positive outcomes of new civic education
programs and more widespread distribution of informa-
tion to parents and other stakeholders on the state of
civic education in their area. Stakeholders can use this
information to determine whether their States are mak-
ing adequate progress toward excellent civic education.
Most importantly, the disaggregation of results would
incentivize State lawmakers to focus their attention on
improving civic education.
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m Create civic education and service-

learning award programs.

>>  The Commission recommends that
Congress authorize and appropriate
funds for the U.S. Secretary of Education
to create an award and recognition
program to highlight both excellence in
the delivery and teaching of civic educa-
tion, applied civics, and service learning
and excellence by students in addressing
community needs through civic educa-
tion, applied civics, and service learning.

This program would include awards and recog-
nition for States, districts, schools, teachers, and stu-
dents (individually or as a group). A select committee
would be created by the U.S. Department of Educa-

ﬂ Integrate best practices in civic
education, service learning, and

applied civics.

>>  The Commission recommends that SEAs,
LEAs, schools, and nonprofit organiza-
tions explore ways to provide quality,
research-based civic education, applied
civics, and service learning to K-12 stu-
dents, and to prepare teachers to teach
these subjects and use these method-
ologies. To accomplish these goals, the
Commission encourages SEAs, LEAs,
schools, and nonprofit organizations to
consider the best practices endorsed by
the Commission.

>> The Commission recommends that IHEs
and nonprofit organizations explore

tion to assess candidates’ applications and select final- ways to integrate quality, research-based

ists. Through this recognition program, excellence in civic education and service-learning

civic education and service-learning programs not only methodologies into curricula, consider

would be hlghhghted for a national audience but also best practicesl and prepare teachers to

would pl’OVidC a blueprint that could be replicated by use Service-]earning methodo|ogies_

other States, districts, schools, teachers, or students -
N i ’hd > > > ud >> The Commission recommends that State

I ntry. A .
throughout the country. Governors and legislatures consider

amendments to State law to stimulate ro-
” Fund the development of civic education
and service-learning curricular resources.
>>  The Commission recommends that

bust civic education and service learning
for their students.

Congress authorize and appropriate
funds for the Library of Congress,
Institute of Museum and Library Services,
and National Archives to coordinate the
development and distribution of infor-

Following extensive research, analysis of practices
and legislation across the 50 States and DC, and con-
versations with educators, officials, and advocates, the
Commission endorses a comprehensive set of best prac-
tices for both civic education and service learning to be

mation on civic education and effective
citizenship produced by the
U.S. Government.

Experts suggest that students who engage with
primary source documents, guided by subject-matter
experts, have a better learning experience. However,
many students do not have access to these resources.
This initiative would enhance existing online resources
and support the distribution of hard copy material to
local libraries, schools, and polling locations, particu-

larly in rural areas.
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used in primary and secondary schools.

The Commission has also developed provisions
that State legislatures may use to guide enhancements
to K—12 civic education and service learning in their
respective States. These best practices and provisions are
set forth in Appendix C.

The Commission also promotes the importance of
continuing civic education and service learning in post-
secondary education and endorses a set of recommen-
dations to improve civic education and service-learning
efforts at that level. These recommendations are also set

forth in Appendix C.

National Commission on Military, National, and Public Service



m Issue a resolution honoring and

supporting teachers.

>> The Commission recommends that
Congress issue a resolution to honor and
express support for the work of teach-
ers to inspire civic engagement through
their dedication as public servants and
to issue a call to Americans to join the
profession of teaching.

Teachers are critically important to the Nation’s
success and to the development of an informed and
engaged citizenry, eager and inspired to serve. Yet, many
teachers across the country today feel underappreci-
ated and undervalued, leading them to strike or leave
the profession. Furthermore, teachers choose to teach
despite pay so low that nearly one in five must take a
second job during the school year to make ends meet.*®
A congressional resolution honoring and supporting
teachers, in concert with the other proposals described
in this section, would demonstrate the Nation’s com-
mitment to and appreciation for teachers, their work,
and their sacrifice.

A Foundation for a Lifetime of Service
Congress and the President directed the Commis-

sion to seek out and listen to the American people before

deliberating and deciding upon recommendations.

FROM THE CLASSROOM TO CONGRESS

AP Government students from Hightstown High
School in New Jersey became the first known high
school class to draft a congressional bill and have it
signed into law. After learning about unsolved civil
rights crimes from the 1950s and 1960s, the students
drafted a bill that would create a board to review

and release the records of such cases to the public.
Guided by AP Government teacher Stuart Wexler, the
students persuaded Members of Congress to spon-
sor the bill and helped move it through committees
in both houses of Congress, where it was eventually
brought to the floor for a vote. On January 8, 2019,
President Trump signed the Civil Rights Cold Case
Records Collection Act into law.**

WWW.inspire2serve.gov
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Many members of the public—in different regions
and from different backgrounds—made a convincing
case that civic education is an essential component
for achieving the mission of expanding participation
in military, national, and public service. Engaging all
young Americans with high-quality, robust civic educa-
tion and service learning will lay a foundation of inter-
est in and capability for serving the community and the
Nation and will enhance the effectiveness of many of
the subsequent recommendations in this report.

Designate a Governmentwide Lead for
Service

The Commission believes that the country has a
tremendous opportunity to harness the power of the
American people to address national and community
needs. To do so effectively requires that there be some-
one entrusted with giving a voice to service—someone
with the stature to make service a national priority.

Almost every Presidential Administration in this
century and the last has launched hallmark initiatives
focused on service. Administrations have proposed
methods to attract individuals to various streams of ser-
vice, reform the Federal civil service, better provide for
military service members, create new national service
initiatives to address local needs, and catalyze service
activity in the private and nonprofit sectors.

Yet there has been no sustained effort to create a

21
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MODERN PRESIDENTIAL

SERVICE MILESTONES

\%

John F. Kennedy created the Peace Corps.

> Lyndon B. Johnson launched Volunteers in
Service to America, the longest running federally
supported domestic national service program.

> Richard Nixon ended the draft and established
the All-Volunteer Force.

> George H. W. Bush signed the National and
Community Service Act of 1990.

> Bill Clinton launched AmeriCorps and established
the Corporation for National and Community
Service.

> George W. Bush created the USA Freedom Corps.

> Barack Obama signed the Serve America Act of
20009.

Source: Various sources.“°

focal point for these efforts or to unlock the potential
of valuable cross-service initiatives—including ways to
attract individuals with critical skills to serve their com-
munities and the Nation.

No single entity within the U.S. Government pro-
vides policy leadership and facilitates interagency coor-
dination to advance whole-of-government support for
service. Similar concerns about coordination and lead-
ership in other policy areas that cross department and
agency boundaries—such as drug control, national secu-
rity, and environmental quality—have spurred the Presi-
dent and Congress to create interagency councils within
the Executive Office of the President (EOP)
to provide this essential support.

Establishing an interagency coun-
cil within the White House, chaired by a
presidentially appointed, Senate-confirmed

official, would elevate all streams of ser- po[z’cy [eﬂdershz’p

vice and provide a forum for encouraging
coordination, communication, and prom-
ulgation of best practices across military,
national, and public service as well as
advancing joint efforts to promote service.
Importantly, since these streams of service
have a vital need for critical skills—essen-

tal for maintaining competitiveness and  for service.
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No single entity
within the U.S.

Government proz/z'des give “helping others” as their primary rea-

and facilitates
interagency
coordination to
advance whole-of-
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addressing evolving and complex national challenges—
this proposed council would play a key role in harmo-
nizing critical-skills efforts across the Government. The
combination of these missions—elevating service and
boosting critical skills—has the potential to transform
the effectiveness of the Government in meeting the needs
of the Nation and the American people.

Establish and fund an interagency

Council on Military, National, and Public

Service.

>>  The Commission recommends that
Congress establish and appropriate
funds for a Council on Military, National,
and Public Service in the Executive Office
of the President, to be headed by an
Assistant to the President for Military,
National, and Public Service.

7a. Award cabinet rank to the
President’s service advisor.

>>  The Commission further recommends
that the President award cabinet rank to
the Assistant to the President for Military,
National, and Public Service.

The Commission’s research and discussions with
experts, stakeholders, and Americans who serve have
revealed that the Nation has the potential to realize
considerable synergies by pursuing and coordinating
cross-cutting service initiatives. Likewise, the Commis-
sion has found that individuals who serve in
one way are often inclined to participate in
other kinds of service. For example, almost
half of new recruits to the Armed Forces

son for joining the military,*' making them
highly likely to contribute meaningfully to
the Nation and its communities in other
ways. Yet initiatives designed to cut across
service streams are rarely pursued, owing to
bureaucratic challenges and other factors.
Furthermore, there is significant over-
lap among the different service streams in
their efforts to engage and solve important

National Commission on Military, National, and Public Service



national problems. For example, both public servants
and military service members play important roles in
confronting national security challenges, while both
national service members and public servants contrib-
ute to the conservation of public lands. Addressing the
Nation’s critical needs depends on well-functioning,
effective streams of service, which themselves require
that critical-skills talent be developed and maintained. To
foster an ethos of service for all Americans while more
effectively addressing those critical needs, public servants
need a strong framework to coordinate across agencies
and harmonize their efforts—and such coordination
requires leadership from elected and appointed ofhicials.

“Service’ is at the heart of an involved citizenry
who take pride in their country and want to
contribute to it in some way. It is also at the heart
of a society that values such participation by its
members.”

—Dakota Wood, The Heritage Foundation

The Federal Government relies on numerous insti-
tutions to fulfill its duties. Presidents look to their Cabi-
net and White House staff for advice, conflict resolution,
enhancement of administrative coherence, and “politi-
cal support for programs and policies.”* Organizations
within the EOP such as the National Security Council
(NSC), National Economic Council, Council on Envi-
ronmental Quality, and Office of National Drug Control
Policy provide “institutional depth to the Presidency”
on select topics.”® These interagency councils assist the
President with policy implementation, oversight, and
guidance on discrete issues while helping to resolve pol-
icy disputes and fostering coordinated efforts to address
policy challenges across relevant Federal agencies. They
are time-tested vehicles for advancing policy agendas and
ensuring that specialized knowledge is maintained during
administrative turnover.

But initiatives that cut across military, national,
and public service do not fit coherently or comfort-
ably within existing interagency structures. Within the
EOP, military service and national service fall under the
purview of separate interagency councils—the NSC
(for the military and Peace Corps) and the Domestic

WWW.inspire2serve.gov
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Members of the Interagency Working Group on
Cooperative Development meet at the U.S. Department of
Agriculture in Washington, DC.

Policy Council (for CNCS). These existing councils
have extensive and wide-ranging concerns that tend to
overshadow issues associated with promoting service.
Today, public service does not have a natural home in
the EOP, though the Office of Management and Budget
takes an interest in issues related to personnel policy. In
short, there is a great risk that the concept and practice
of service will get lost among other issues and thus the
Government will not pursue policies or programs that
could significantly improve Americans’ lives.

The idea of providing a focal point for service
within the White House has precedent. For example,
President George W. Bush established the USA Free-
dom Corps. Announced during President Bush’s 2002
State of the Union Address, USA Freedom Corps was
created to coordinate “community and national ser-
vice policy across 12 Federal agencies,” with a goal of
ensuring that service remained a national priority.*
USA Freedom Corps also made it easier for Americans
answering the President’s call to service to find volunteer
opportunities.®” President Bush’s attempt to lift up and
coordinate service—building on the efforts of his pre-
decessors from Franklin D. Roosevelt to Bill Clinton—
showcased the value placed on service by the Nation’s
leadership. Yet the absence of formal, institutionalized
leadership focused on all streams of service remains a
systemic barrier that contributes to many, if not most,

of the challenges identified in this report. Indeed, the
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USA Freedom Corps, though successful, did not last
beyond the Bush Administration.

Proposed Structure

The Commission proposes that Congress authorize
a Council on Military, National, and Public Service
within the EOP. The Council would be chaired by a
new Assistant to the President for Military, National,
and Public Service, who would be appointed by the
President and subject to Senate confirmation. This offi-
cial would serve as the President’s primary advisor on
issues related to military, national, and public service.
Several of the Council’s members would be permanent,
including agency heads with a strong nexus to military,
national, and public service, and attendance could
expand as needed based on the issues under consider-
ation. The Council would receive a direct appropriation
from Congress to ensure that its work continues to be
prioritized across Presidential administrations.

Proposed Responsibilities

The Council’s primary responsibilities would be (1) to
advise the President and coordinate executive branch
action on policies and initiatives to foster an increased
sense of service and civic responsibility among all Amer-
icans; (2) to promote and expand opportunities for mil-
itary service, national service, and public service; (3) to
develop and oversee cross-service initiatives that require
interagency coordination; and (4) to cultivate pathways
for Americans to develop critical skills and use those
skills to help the Nation and its communities through
military, national, and public service. In its role as advisor
to the President, the Council would develop and recom-
mend policies of common interest to Federal agencies for
increasing Americans’ participation in military, national,
and public service in order to address national security
and other needs of the United States. In coordinating
among agencies, the Council would serve as a forum in
which Federal officials responsible for military, national,
and public service programs could cooperate and develop
interagency, cross-service initiatives. And because crit-
ical skills are developed and used to meet the Nation’s
needs across all streams of service, the Council would act
as the interagency lead for identifying and coordinating
whole-of-government efforts to address gaps in critical
skills that endanger key missions.
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“In mapping a national culture of service to the
21st century, it is important to recognize that
increasingly, students are graduating college with
advanced skills that they want to use in creating
change.”

—Chris Kuang, Coding It Forward

In addition to this general charge, the Council
would be assigned several specific pressing tasks that
have not been undertaken because no such entity has
existed. Among these are coordination and oversight for
joint awareness, marketing, and recruitment initiatives
involving military, national, and public service; reeval-
uation of benefits for individuals who participate in
service; assessment of the impact of service on the needs
of the Nation and individuals; and consultation with
representatives of State, local, and Tribal governments,
as well as nongovernmental organizations, to develop
and implement initiatives to promote military, national,
and public service.

In carrying out these responsibilities, the Coun-
cil would provide regular reports and analyses to the
President and Congress, beginning with a Military,
National, and Public Service Strategy. This quadren-
nial document would review existing initiatives related
to the Council’s responsibilities, ways in which service
could address the needs of the Nation, and proposals
to address any deficiencies identified by the Council.
The Council would also issue a quadrennial Report on
Cross-Service Participation. In addition, the Council
would prepare, for inclusion in the President’s annual
budget submission, an analysis of Federal spending for
initiatives consistent with the priorities of the Presi-
dent under the Military, National, and Public Service
Strategy. This analysis would provide the Council with
a key mechanism to evaluate the contributions of agen-
cies toward governmentwide service and critical-skills
priorities.

High-Level Leadership for Service

This Commission is the first to be charged by the
Federal Government with comprehensively and holis-
tically identifying and addressing the needs of military,
national, and public service. Its broad focus has enabled

National Commission on Military, National, and Public Service



Source: CNCS

the Commission to identify challenges that have gone
unaddressed—and promising opportunities that have
not been seized—all because no single entity is respon-
sible and empowered to act. Establishing a permanent
Council on Military, National, and Public Service at the
highest level of the Federal Government would create
the consistent locus of accountability and action nec-
essary to foster more effective systems of service that
would better meet evolving national needs.

Create a Service Platform

In considering options to foster a culture of ser-
vice and increase participation across all components
of service, the Commission recognized that many
service organizations face challenges identifying can-
didates interested in or eligible for service. As a result,
the Commission believes there is significant value in
creating a “one-stop shop” for service opportunities.
A service platform, accessed by website and mobile
application, would promote awareness and access by
informing individuals about service opportunities and
connecting service organizations with potential talent.
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An AmeriCorps member provides environmental
stewardship in Baltimore, Maryland.
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m Establish an internet-based service

platform to connect Americans with

service opportunities.

>>  The Commission recommends that
Congress authorize and appropriate
multiyear funds for an internet-based
service platform under the supervision
of the Council on Military, National, and
Public Service.

There have been numerous efforts to develop
nationwide service systems over the past few decades.
The approaches varied, but all sought to advance the
notion of national service. For example, the George W.
Bush and Obama Administrations began or extended
Federal service portals through executive action that
did not continue into the following Administration.
In addition, the national service advocacy organization
Service Year Alliance has developed an online platform
for people to search for national service opportunities.
The proposed service platform is an iterative improve-
ment of these attempts to harness the Nation’s spirit
of service: a crucial difference is that it would build in
access to opportunities and organizations in military
and public service, in addition to national service.

How It Works

Low awareness and lack of access are key obstacles
preventing more Americans from actively serving the
Nation, as many Americans are unfamiliar with avail-
able service options. The service platform presented
below would address these issues by directly connecting
Americans with available service opportunities and ser-
vice organizations.

The service platform would enable individuals to
view all available opportunities and learn about orga-
nizations and ways to serve, and it would match them
with service organizations and opportunities. It would
also enable participating service organizations to iden-
tify and more easily recruit candidates to meet their
needs. Among the opportunities they might offer are
full-time positions, fixed-term service programs, service
sabbaticals, and emergency response commitments.
Potential service organizations include the U.S. military
services; Federal, State, local, and Tribal governments;
and national service programs, such as AmeriCorps, the
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Peace Corps, FEMA Corps, and certified nonprofits
and nongovernmental organizations. Rather than host-
ing these opportunities directly, the service platform
would act as a focal point where service organizations
could advertise and inform registrants how to apply.

({3

nvest in a singular ‘one-stop shop’ website
and brand to advertise all national service
opportunities in the United States—military,

national and public service careers.”

—Kaira Esgate, America’s Service Commissions

The service platform is envisioned as a tool, not
an independent organization; therefore, another entity
should create, promote, oversee, and maintain it,
including helping with external coordination. After
conducting preliminary vetting of organizations that
might serve as a governmental host, the Commission
identified the Office of Personnel Management, Office
of Management and Budget, Corporation for National
and Community Service, Department of Defense,
General Services Administration, and Selective Service
System as possible choices. The Commission also con-
sidered as potential host a nongovernmental organiza-
tion, as well as a new Federal agency.

Regardless of which organization ultimately serves
as governmental host, the platform could play an
important role in ensuring the national security of the
United States: beyond simply increasing awareness,
aspiration, and access, it would provide an easy means
for interested Americans to contribute in the event of
a national emergency. In particular, the Council on
Military, National, and Public Service could create an
option enabling participants who are willing to serve
during a crisis to volunteer information about them-
selves—including their skillsets and certifications.

Individual and Organization Participation
Americans could participate with the service plat-
form by voluntarily sharing their basic personal data.
This would include contact information and, to deter-
mine eligibility, details on educational background
and skills. Separately, individuals who register with the
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Selective Service System would have the opportunity to
decide whether to also share their information with the
new service platform through a convenient—but com-
pletely voluntary—process.

The platform would provide service organizations
with a new method to identify and contact qualified
candidates, raise their profile, and reach more diverse
networks. Under this model, all Federal Government
agencies and U.S. military and uniformed services would
be required to participate in the service platform. The
Council on Military, National, and Public Service would
promulgate regulations governing Federal entities’ partic-
ipation. While the Federal Government cannot mandate
the participation of external organizations, the Council
on Military, National, and Public Service could develop
standards and procedures to encourage it.

The platform described above would ultimately
create a one-stop shop for individuals to access service
opportunities across Federal, State, local, and Tribal
entities, as well as certified nongovernmental partners.
By making Americans more aware of these opportuni-
ties, and making it easier for individuals and organiza-
tions to connect, the proposed service platform would
take an important step toward strengthening the culture
of service in America and unlocking the benefits of ser-
vice for the Nation and communities.

A Path Forward

The three major reforms discussed in this sec-
tion—revitalized civic education and service learning,
renewed leadership at the highest levels of Government,
and a platform enabling any American to find a service
opportunity—will support and deepen the culture of
service across the country. In addition, these measures
will facilitate implementation and offer accountability
mechanisms so that the benefits of the following pro-
posals to advance military, national, and public service
can be fully realized.

Please see Appendix B for additional details and
implementation guidance on civic education and
service learning, the governmentwide lead service
authority, and the online service platform recommen-
dations. See Appendix C for best practices and provi-
sions concerning civic education and service learning.

National Commission on Military, National, and Public Service



ADVANCE MILITARY,

NATIONAL, AND
PUBLIC SERVICE

S ervice has been a part of the Nation’s core values
and social fabric since its founding. Together, mil-
itary, national, and public service touch almost every
aspect of American life and help meet the Nation’s
many critical needs. The men and women
serving in the Armed Forces provide for
the common defense of the United States;
national service members use their time and
talents to enhance government capacity and
mitigate a myriad of challenges faced by
communities; and civil servants provide crit-
ical functions for the common good. While
great work is being done across the Nation
in each of these areas, cultivating a culture of service
in the United States requires immediate action and
continued attention as well as a frank discussion of the
many barriers that prevent Americans from engaging in,
and experiencing the benefits of, service.

During the course of its travels and through its
research, the Commission considered whether service
should be mandatory or voluntary. Some Americans
suggested requiring young adults to serve the Nation in
some way, with a choice of military, national, or public
service. They argued that such a program would help
unify Americans through a common service experience,
contribute to personal and professional growth, and
aid in solving the Nation’s problems. While the Com-
mission believes in the value of service to individuals
and the Nation, it ultimately concluded that policy-
makers should make every effort to promote voluntary
approaches to service, reserving mandatory service as a
last resort only in response to national emergencies and
to ensure the common defense.

WWW.inspire2serve.gov

The Commission’s
goal is to bolster
a shared ethos of
service among

Americans.

Source: City Year

The Commission’s goal is to bolster a shared ethos
of service among Americans. In its research and discus-
sion over the past two and a half years, the Commission
identified three overarching and interconnected condi-
tions that underlie an individual’s participa-
tion in service: awareness, referring to their
understanding and knowledge of service
opportunities; aspiration, their motivation
for entering service; and access, their abil-
ity to act on and realize their aspiration by
entering service. Those who currently work
to promote service across the Nation—
military recruiters, nonproﬁt organiza-
tions, and human resources managers, to name only a
few—engage in these key areas every day. For example,

City Year AmeriCorps members in Cleveland, Ohio, pledge
a year of their lives to national service.
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military recruitment efforts include awareness-raising
advertisements, both targeted and broad; nonprofits
seek to inspire individuals to serve by highlighting the
benefits to self and others; and the Federal Govern-
ment seeks to make best use of its available authorities
to increase access to public service careers. While the
influence of awareness, aspiration, and access on par-
ticipation in military, national, and public service is not
uniform, policies that seek to create a greater ethos of
service should address each factor by capitalizing on
opportunities for improvement and offering solutions
to existing challenges.

Lack of awareness affects service in many ways. Mil-
itary service arguably enjoys the most widespread recog-
nition, yet Americans often have skewed or incomplete
knowledge of what it means to serve in uniform, leaving
them unfamiliar with the full range of career opportuni-
ties and benefits available to those who serve. National
service, because it is decentralized and struggles to pro-
mote a unified brand, goes widely unrecognized. Most
Americans are not familiar with the plethora of pro-
grams available, particularly through AmeriCorps. And
while almost every American interacts in different ways
with public servants on a regular basis, many agencies
fail to actively recruit. As a result, the Government is
perceived as a monolith, and the diverse opportunities
it offers are not understood.

Aspiration to serve requires a baseline understand-
ing of available opportunities and their potential bene-
fits. Simply put, Americans unaware of national service
programs cannot aspire to serve in them. Similarly, the
misperception that most military service members are
in combat arms reduces the likelihood that Americans
will aspire to serve as military doctors, lawyers, elec-
tronic technicians, or human resources managers. And
those who denigrate the value of civil servants and what
they do for the security and well-being of the Nation,
or wrongly assume that every Government employee is
linked to political leadership or has a partisan agenda,
are not only unlikely to engage in public service them-
selves but are also discouraging others from aspiring to
public service.

Finally, the Commission recognizes that too often
when Americans are aware of ways to serve the Nation
and aspire to do so, they are turned away because of sys-
temic challenges in accessing service opportunities. The
inability to meet eligibility standards in the military, a
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demand for national service that far outstrips the supply
of funded opportunities, and overly complicated and
obstructive governmental hiring processes form signifi-
cant barriers to service.

The recommendations highlighted below are
designed to remove those barriers and improve Amer-
icans’ awareness of, aspiration to, and access to service.
The Commission believes that their adoption will
inspire more Americans to serve and enhance pathways
to and increase opportunities for service.

MILITARY SERVICE

Background

As the Commission considered ways to foster
a culture of service across the country, one vital goal
was to provide for the continued defense of the Nation
through voluntary military service. For nearly five
decades, the country has relied on the All-Volunteer
Force—a group of individuals willing to raise their
hands and volunteer to serve in uniform—to protect
and defend American interests. However, current trends
in propensity and eligibility endanger the health of the
All-Volunteer Force. Civilian and military communities
are increasingly isolated from each other, leading to
misunderstandings as well as a continued narrowing of

Source: DoD

Soldiers await extraction during a live-fire training exercise
at Al-Asad Air Base, Iraq.
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the population from which participants in the military
are drawn. The Commission firmly believes that policy
changes designed to increase awareness of the military
among a wider population, to encourage greater willing-
ness—or aspiration—to join the Armed Forces, and to
improve Americans” access to service opportunities can
drive the cultural shift required to counter these trends.
Policy recommendations introduced in this section will
enhance the Nation’s ability to attract to the military the
qualified personnel—including persons with specialized
skills—that are critical to the long-term success of the
All-Volunteer Force.

Military service offers valuable benefits not only
for American society but also for individual Ameri-
cans. The Commission heard countless stories from
service members emphasizing what they themselves
had gained, ranging from educational opportunities
to career advancement to the unifying nature of mili-
tary service. Military service members also develop an
important set of life experiences and skills during their
term of service, and in fact after leaving the military
they tend to earn higher incomes than their civilian
counterparts.® At the same time, the Commission
acknowledges the challenges some current and former
service members have identified, such as the pressures
felt by their families and the lasting physical and men-
tal costs of their military service. Given the need for
and value of military service to the Nation, policymak-
ers should commit to improving the experience for all
military service members and veterans.

The 1970 report of the President’s Commission on
an All-Volunteer Armed Force, known as the “Gates
Commission,” laid out its recommendations on the
future of the U.S. military: it argued that “a return to an
All-Volunteer Force [would] strengthen our freedoms,
remove an inequity now imposed on the expression of
the patriotism that has never been lacking among our
youth, promote the efficiency of the Armed Forces,
and enhance their dignity.”* At the same time, how-
ever, the Gates Commission expressed concern over
the societal effects of a system in which the burdens of
military service were not shared broadly.*® This concern
proved prescient, as today a relatively small segment of
society serves in the military. Though the United States
has been engaged in sustained warfare for nearly two
decades, just over 0.5 percent of the U.S. population
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Figure 2: U.S. Military Personnel by
Armed Service
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Note: The Space Force was established as a separate
armed service in December 2019 and will initially be
staffed by U.S. Air Force personnel.

Sources: Various sources.*?

has served in the active or reserve components at any
given time during that period.”® As Secretary of Defense
Robert Gates pointed out in 2010, “No major war in
our history has been fought with a smaller percentage
of this country’s citizens in uniform full-time”—and as
a result, a growing number of Americans feel that ser-
vice is “something for other people to do.”' Moreover,
service in the military has effectively become a family
business. Veterans today are more than twice as likely
as the general public to have a son or daughter who has
served or is serving, demonstrating both the significance
of military exposure for generating propensity and the
small portion of U.S. society participating in military

service.”?
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Figure 3: New Active Duty Enlisted Accessions by Census Division, FY 2017
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Source: Table B-46, “Non-Prior Service (NPS) Active Component Enlisted Accessions, Quality, and Mean AFQT, FY17,” CNA, accessed December 9,
2019, http://cna7.cna.org/PopRep/2017/appendixb/b_46.html.

“The civilian-military divide erodes the sense of The frequently cited civil-military divide has spe-

duty that is critical to the health of our democratic cific repercussions for the All-Volunteer Force and
American society, especially in light of the significant

republic, where the most important office is that of
the citizen. While the Armed Forces retool for the

future, citizens cannot be mere spectators.”

increase in likelihood of enlistment when individuals
engage with service members and veterans.”® As former
Acting Under Secretary of Defense Tony Kurta has
—Karl W. Eikenberry and David M. Kennedy, noted, the civil-military divide “increasingly impacts

New York Times op-ed, 2013 our ability to effectively recruit and sustain the force,
. . . threaten[ing] our ability to recruit the number of

quality youth with the needed skill sets to maintain our
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Figure 3a: Percentage of New Active Duty Enlisted Accessions versus Percentage
of U.S. 18- to 24-Year-Old Population, by Census Division, FY 2017

The South Atlantic and Pacific divisions account for the greatest percentage of new active duty enlisted
accessions. They are also the most populous divisions. More than half of the U.S. census divisions produce a share
of the new active duty enlisted accessions smaller than their share of the 18- to 24-year-old population; four
divisions—the mountain and three southern divisions—produce a larger share.
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Source: Table B-46, “Non-Prior Service (NPS) Active Component Enlisted Accessions, Quality, and Mean AFQT, FY17,” CNA, accessed December 9,
2019, http://cna7.cna.org/PopRep/2017/appendixb/b_46.html.

advantage over any near-peer competitor.”* In fact,
in 2018 the Army failed to meet its recruiting goal by
6,500 even after spending an additional $200 million
on bonuses, increasing the use of eligibility waivers, and
lowering its goal from 80,000 to 76,500.>

Although the general public is far more aware of
opportunities for military than for other service, this
broad knowledge often lacks depth and, in many cases,
accuracy.”® Many Americans do not know basic facts
about the military services, do not understand the
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difference between officers and enlisted personnel, and
have little comprehension of the range of roles and life-
styles available in military service.

A number of elements play a role in awareness,
including public perceptions of military service, recruit-
ing and marketing, media portrayals of military service,
the civil-military divide, and youth education. Those
who have limited interactions with service members
draw their views instead from the dramatized accounts
found in television ads and movies—a primary source
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of many Americans’ misperceptions of military ser-
vice.” The uneven concentration of military bases and
recruiting stations may also contribute to lower aware-
ness across certain geographic regions. For instance,
the American South and West are home to many bases
and have strong traditions of military service and also
furnish a disproportionate share of enlisted military
recruits, even when accounting for the regions’ larger
overall population.®®

The lack of familiarity and interaction, particu-
larly in subgroups of the population whose propen-
sity to serve in uniform is already low, is one of the
key challenges to boosting that propensity and aspi-
ration—especially since 41 percent of youth have
never considered military service.”” A 2016 Depart-
ment of Defense (DoD) report on the attitudes of
American youth related to the military underscored
this challenge, noting that “a significant portion of
the youth market is neither willing nor equipped to
truly consider whether the military is in line with their
aspirations.”® C. J. Chivers, a journalist for 7he New
York Times, observes that “we have hardwired the vast
majority of our population not to worry, not even for
a moment, about being called to participate in our
country’s wars.”®!

While there are many drivers of aspiration, mil-
itary leaders are seriously concerned that propensity

to serve in the military remains low, exhibited in
only about 14 percent of youth.®* The role of influ-
encers—parents, relatives, educators, and others who
regularly engage with American youth—is also critical
to fostering aspirations to serve; influencers who are
knowledgeable about the military are more likely to
encourage military service, and veterans are almost
twice as likely to recommend service as nonveterans.®
Those testifying before the Commission also expressed
concerns over a disconnect between what younger
generations value and how they perceive the military,
particularly regarding the treatment of women and
LGBTQ individuals.®*

Even if American youth are aware of and inter-
ested in service, in order to access military opportuni-
ties, they must be able to show that they are qualified.
Today 71 percent of youth ages 17 to 24 cannot join
the All-Volunteer Force without a waiver, as they fail to
meet eligibility criteria in areas including physical and
mental health, grooming standards, criminal records,
education and aptitude, and drug use.”> Current stan-
dards for military service often disqualify those from the
lowest socioeconomic backgrounds who lack access to
quality education, nutrition, and health care. In addi-
tion, larger national trends such as increasing obesity
rates have an impact on eligibility.

While the recommendations below address the key

Figure 4: Military Recruiting Market: A Small Share of America’s Youth

« Ineligible

The figure above depicts the Army Marketing Research Group's estimated proportion of 31.8 million youth
that are military eligible, of high academic quality, and indicate a desire to serve. Of the 9.1 million youth who
meet initial military accession standards, only 4.4 million also reported getting high academic marks. Separate
nationwide surveys of 17- to 24-year-olds indicate an average of 14 percent of youth possess a desire to serve.
Thus, the Army Marketing Research Group estimates only 465,000 of youth are eligible, of high academic
quality, and interested in military service—the ideal target recruiting audience for the military services.
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barriers related to awareness, aspiration, and access,
the Commission recognizes that fostering a culture of
military service is ultimately “tied to the strength of
commitment one feels to the Nation and its military
institutions.”® The Commission therefore urges the
Nation’s leaders to continue to prioritize a military that
is representative of the Nation it serves and open to all
citizens. The Department of Defense “must continue to
work to improve the acceptance of military service by
all communities as a valued career choice for their sons
and daughters” and “create opportunities for all young
Americans to be able to visualize themselves serving as
part of the All-Volunteer Force in the United States
military.”®’

Findings and Recommendations

The Commission finds that the civil-military divide
has contributed to many trends that prevent young
adults and Americans with critical skills from consid-
ering military service. To address this phenomenon, the
Commission encourages Congress and the military to
improve outreach around the country, increase oppor-
tunities for youth to explore service, strengthen military
recruiting and marketing, develop educational path-
ways for military service, and more effectively manage
military personnel.

Improve Military Outreach Around the
Country

The Commission found that few young Americans
have more than superficial familiarity with the mili-
tary, possessing only vague knowledge of the breadth
of opportunities available through military service. For
example, a 2016 DoD-sponsered survey determined
that nearly half of young adults ages 17-35 could not
name the four largest branches of the military, and only
17 percent could name all five.®® Some of this ignorance
may be explained by the physical civil-military divide.
About one-third of military families live in communi-
ties on gated military bases. Due to security measures
added in response to the terrorist attacks of September
11, 2001, these bases have become less accessible to
the American people. Opportunities for socializing—
schools, child care, sports leagues, and so on—fre-
quently occur on base, so military families” interactions
with those who do not serve in the military are further
limited.®” This trend is particularly troubling because
research shows that exposure to the military increases
the odds of enlistment.”” To heighten awareness, the
military should work to expose all Americans to mil-
itary lifestyles and opportunities, by taking steps that
include increasing the ability of those not affiliated with
the military to visit military environments.
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Source: Army Marketing Research Group, presentation to the National Commission on Military, National, and Public Service, December 14, 2017.
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“The U.S. can increase the propensity for
Americans to serve by educating them about all the
great opportunities. Make public service, or military
service, part of the discussion at high school and
college orientation. I was fortunate enough to be
from a ‘military family,’ so I was aware of the great
opportunities growing up; however, many of my peers
had no idea you could be a nurse, engineer, or com-
munications specialist in the military. Theres a huge
misperception that everyone in the military shoots
people or blows things up, which is simply not true.”

—Public Comment

Recruitment relies on a more targeted approach to
deepening individuals’ understanding of the military. In
an austere recruiting environment, the military services
seek the most cost-effective allocation of their recruit-
ing resources. Currently, the military tends to focus on
recruiting from areas where propensity to join has pre-
viously been high. In FY 2016 nearly 40 percent of all
new active duty enlisted accessions came from just five
States, and 68 percent came from the South and West.”!

Though efficiency is important when taking on a
challenging mission, repetitive recruitment—drawing
consistently from high-propensity populations—also
has negative effects. Specifically, it limits the potential
to reach new and diverse populations and to widen the
pool of future recruiting prospects. Given the trends
in eligibility for and awareness of military service, the

military will find it increasingly difficult to meet per-
sonnel requirements by recruiting primarily in areas of
the country with high exposure to the military.

m The Commission recommends that

the President direct the Secretary of
Defense, acting through the Secretaries
of the military departments, to increase
public understanding of the military,
and particularly of the broad spectrum
of career opportunities available and
represented in military service, by
increased outreach to communities.

9a. Facilitate military outreach to areas
of the country with low propensity.

>>  The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the
military departments, to increase tours
of military bases and facilities; to evalu-
ate access restrictions at military instal-
lations in order to allow—to the greatest
extent practicable, given security require-
ments—increased and regular civilian
access to military installations; and to
increase outreach to community-based
cadet and youth programs, including
traditional athletics, video gaming clubs,
and other youth organizations.

-
Lonnies Story

As a young man just out of high school in a small hometown, | worked as a
painter, butcher, and warehouseman, but they were not satisfying to me.
One day, my mother suggested that | think about the U.S. Army. | did and
spent 39 years serving our country as a soldier before working as a civilian
for the Department of the Army at Fort Campbell in Kentucky. | started as
an air traffic controller and after four years doing great technical work, |
realized that to make it in the Army | would need a degree so | went back
to school and then reentered the service. | am proud that | served as an
air traffic controller, a safety officer, and a UH-60 Blackhawk helicopter

pilot. The Army was a great and challenging career for me, and my children experienced other cultures
and what life was like outside the United States of America. If | could reset time, | would do it all again.
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>>  The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the
military departments, to utilize existing
authority to develop recruiting incentives
that are targeted to areas with lower
rates of propensity and recommends
that Congress extend the temporary
authority which expires on December 31,
2020, to December 31, 2023.

>>  The Commission recommends that the
President and State Governors call on
State and local educators to eliminate
barriers to access by military members,
including recruiters, and to grant the
same access to school activities as is af-
forded to representatives of higher edu-
cation, technical trade training programs,
and similar groups that provide infor-
mation to students and their families on
career opportunities.

These proposals for expanding recruiting presence
in low-propensity areas require investments in areas of
the country with little exposure to the military. On field
trips, school or community groups in middle and high
school would travel onto military bases, escorted by a
military point of contact, to meet with service members
who represent a range of military occupations, thereby
developing awareness of military career options.

9b. Utilize the National Guard and
Reserves to increase local outreach.

>>  The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the
military departments, to develop pilot
programs that utilize Guard and Reserve
units—particularly in areas with lower
rates of propensity and exposure—to
partner with school districts, schools,
and community service organizations
in order to develop long-term relation-
ships that build understanding, increase
exposure, and share information on
military service; to promote increased
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understanding of the tradition of citizen
service to the Nation; and to provide
opportunities for mentorship to youth
interested in careers with both civilian
and military applications.

Along with the military departments investing addi-
tional resources in low-propensity areas, National Guard
and Reserve units, because of their unique geographic
dispersion in communities across the country, have an
opportunity to serve a primary role in engaging with
local communities and schools. These proposals further
empower the National Guard and Reserves to take on
this mission while performing their assigned duties.

9¢c. Increase congressional participation
in military outreach.

>>  The Commission recommends that
Members of Congress as well as Federal,
State, local, and Tribal officials use
their offices and goodwill to increase
awareness of, and call on youth to
consider, military service opportunities.
The Commission further recommends
that Members of Congress support and
participate in military outreach in their
districts, including assistance for con-
stituents to apply to the military service
academies each year.

Members of Congress can also play a larger part
in supporting and participating in military outreach in
their districts, including assisting constituents in apply-
ing to the service academies each year.”? By participating
more fully in military engagement with local communi-
ties, Members of Congress can help ameliorate existing
geographic and demographic disparities in military ser-
vice and divides over how it is viewed.

Increase Opportunities for Youth to Explore
Service

Even among youth who have been exposed to mili-
tary service, aspiration to join the Armed Forces remains
relatively low. Efforts to promote youth aspiration
should go beyond tactics to increase exposure, striving
to educate and inspire by providing more meaningful
opportunities to explore the nuances of military service.
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Youth cadet programs across the country provide one
means of sparking a desire to serve in the military, as well
as helping participants in developing skills, leadership,
and confidence. There are currently a range of cadet pro-
grams that aim to educate and develop young Americans.
The Civil Air Patrol exists as the official auxiliary of the
U.S. Air Force, and the Junior Reserve Officers’ Train-
ing Corps (JROTC) is a federally administered program
aimed at developing citizenship, while programs such as
the Sea Cadets and Young Marines are non-Federal enti-
ties with informal connections to the military services.

Youth exposure to the military and its ability to
expand other employment possibilities and educational
prospects can also be increased by promoting the admin-
istration of the Armed Services Vocational Aptitude
Battery Career Exploration Program (ASVAB CEP)—a
version of the military’s standardized aptitude test that
offers career and educational guidance to students.

THE ASVAB CEP

The ASVAB CEP is a test administered by DoD

to help students identify their strengths and
postsecondary school and career options.”* Used
since 1992, it highlights student interest areas and
aptitudes in more than 1,000 occupations, such as
cook, chemist, architect, teacher, lawyer, and librar-
ian. The ASVAB CEP is free and on average takes
only 90 minutes to complete, making it a powerful
tool for students and schools.

Another challenge confronting efforts to increase
military service opportunities for youth is the high rate
of ineligibility for service. According to recent esti-
mates, fewer than one-third of 17- to 24-year-olds are
currently eligible for military service without a waiver;
many are disqualified for medical reasons, such as poor
physical fitness and nutrition. The enlistment waiver
process is designed to support a more complete review
of the applicant, incorporating the views of medi-
cal professionals into a more holistic consideration of
their talents and abilities. However, between half and
three-quarters of disqualified applicants never apply
for a waiver.”” Moreover, the military’s current eligibil-
ity requirements may exclude a segment of technically
minded individuals.”® Moving forward, DoD should
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take additional steps to widely disseminate information
on eligibility standards and the waiver process.

The Commission recommends that the
President direct the Secretary of Defense
to expand opportunities for youth to
explore military service.

10a. Expand and strengthen JROTC and
other youth cadet programs.

>>  The Commission recommends that the
President direct the Secretary of Defense
to develop a basis of allocation for JROTC
units that would ensure a fair and equita-
ble distribution of JROTC units in school
districts across the United States and
recommends that Congress support an
increase in JROTC units to no fewer than
6,000 by 2031. The Commission further
recommends that Congress expand the
JROTC curriculum to include an intro-
duction to relevant national and public
service opportunities.

>> The Commission recommends that the
Secretary of Defense, acting through
existing programs, including JROTC, cadet
corps, Starbase, and Youth ChalleNGe,
partner with educators and commu-
nity service organizations in providing
service-learning opportunities for youth
both during the K-12 school year and
during summer programs.

>> The Commission recommends that State
Governors and State and local legislators
share best practices for academies of
leadership. The Commission is aware
that several States, such as Kansas,
Texas, and Florida, have developed and
supported academies of leadership
in their middle schools. These citizen-
ship programs have enabled younger
Americans to be exposed to and learn
leadership skills and to develop leader-
ship qualities at a young age.
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Currently, there is at least one JROTC program in
each of the 50 States.”” Southeastern States and urban
areas, however, have the greatest concentration of
JROTC programs, while Midwestern States, Mountain
States, and rural areas have the lowest.”® By expanding
the number of JROTC programs across the country,
DoD would expose many more young Americans to its
curriculum related to civics and citizenship. In addition,
through JROTC, American youth could be exposed to

a broader range of service opportunities.

“TROTC should be more accessible to all
interested high schools. I understand it is NOT a
recruitment tool but it does INSPIRE service, both
civilian and military. Cadets and other students are
inspired by the presence of JROTC in high schools.
Tve witnessed it firsthand and the difference it makes
in our youth . .. OUR FUTURE. I believe it could
be a vital link to help bridge the gap between those
who serve and those who do not serve. The process
is currently delayed, expensive and not friendly for
interested high schools.” —Public Comment

10b. Encourage administration of the
Armed Services Vocational Aptitude
Battery Career Exploration Program
(ASVAB CEP).

>> The Commission recommends that the
President and the States promote ASVAB
CEP administration in schools.

>>  The Commission recommends that the
President direct the Secretary of Defense,
the Director of the Office of Personnel
Management (OPM), and the Chief
Executive Officer (CEO) of the Corporation
for National and Community Service
(CNCS) to evaluate the potential applica-
bility of the ASVAB CEP program to nation-
al service and Federal public service.

The ASVAB CEP can provide enlistment and
career-relevant information to students, highlighting
areas of occupational interest and assessing strength

in specific skills. The ASVAB CEP is provided free of
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charge to schools, making it accessible to a wider pop-
ulation of students than are likely to take commercial
standardized tests. Although the test results are oriented
toward increasing awareness of military jobs, many of
the ASVAB CEP occupations—such as engineer, veteri-
narian, surgeon, and actor—also exist in the private sec-
tor, and thus the results may be applied to other careers
and other kinds of service. In 2017, DoD’s Office of
People Analytics (OPA) collaborated with O*Net
Online, CareerOneStop, the Bureau of Labor Statistics,
and Joint Advertising, Market Research and Studies
(JAMRS) to redesign the ASVAB CEP. This redesign
resulted in a career-planning resource that includes
information on “college, certifications, apprenticeships,
licensure programs, and the military—in one place.””
Therefore, the ASVAB CEP may prove to be an invalu-
able tool for students as they make critical decisions
regarding their future, such as whether to serve in the
Armed Forces.

Some States, such as Maryland, have proactively
passed legislation to offer students the opportunity to
take the ASVAB CEP while prohibiting public schools
from sharing student test results with military recruiters
without permission from a parent or guardian.®” Even
though military recruiters are not guaranteed access to
student results, some assert that expanding ASVAB CEP
administration would lessen the civil-military divide by
increasing youth exposure to military opportunities.®
Former Under Secretary of Defense for Personnel and
Readiness Dr. David Chu recommended broadening
the administration of the ASVAB CEP to expose addi-
tional students to military service.®

Strengthen Military Recruiting and
Marketing

Each of the military services takes its own approach
to recruiting, one that reflects its specific mission and
culture. To accomplish their missions, the services estab-
lish recruiting stations around the country staffed by
career recruiters as well as by service members who are
not career recruiters. Because their resources are limited
and their end strength fluctuates, the military services
often recruit most intensively in areas where they have
historically been successful. This approach does little
to alleviate existing challenges in recruiting a diverse
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population—with strong representation from men and
women, from all regions of the United States, and across
the socioeconomic spectrum—to military service as they
draw on a limited number of groups and indeed families.

“We must . . . focus not just on improving the
pool of available recruits, but on improving

the organization such that that wider pool is
interested in serving, the people are used to best
advantage, and the organization itself is better at
what it does. This means the military will have to
become significantly more culturally inclusive to
attract the right mix of people, more responsive to
the demands of a more highly skilled workforce,
and more capable of approaching challenges from

multiple perspectives.”

—Lindsay Cobhn, U.S. Naval War College

Military advertising also boosts propensity to serve
and the likelihood of influencers to encourage service, as
documented by 22009 RAND Corporation study on the
effectiveness of military advertising.®® However, adver-
tising efficiency is dependent on timely and predictable
appropriations. Uncertain and late passage of annual
appropriations for military recruitment advertising pre-
vents the services from competing for desirable timeslots
and results in inefficient use of taxpayer dollars.

m The Commission recommends that

Congress and the President develop
policies to better allocate military
recruiting and marketing resources for
the future.

11a. Invest military recruiting resources
in underserved markets.

>>  The Commission recommends that
Congress appropriate additional funding
for DoD to invest in and provide incen-
tives for existing Hometown Recruiting
Programs.
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Renewed emphasis on reaching underserved portions
of the population would make the Armed Forces more
reflective of the Nation, as well as increase the sustainabil-
ity of the All-Volunteer Force by expanding the markets
in which the military recruits. The military has already
established one low-cost approach aimed at improving
geographic diversity, with each of the services authoriz-
ing its own hometown recruiting programs. Hometown
recruiting programs allow service members to “return to
their hometowns to assist the local recruiters by sharing
their military training experiences with family, friends,
high school classmates, Future Soldiers, veterans, and
community leaders.”* Currently, the work of hometown
recruiting is usually authorized as permissive temporary
duty and occurs at no cost to the Government.

11b. Update military advertising and
marketing for today’s youth.

>> The Commission recommends that
Congress appropriate multiyear funding
for military marketing and advertising.

>>  The Commission recommends that
the President direct the Secretary
of Defense, in cooperation with the
Government Accountability Office (GAO)
and subject-matter experts, to conduct
a review of the efficacy of legacy adver-
tising and marketing models. The review
should identify ways to apply current
and future information platforms used
by young people and their influencers to
convey to young people a more thorough
and informed understanding of the op-
portunities and benefits associated with
military service.

Budget instability over the past decade has limited
military marketers’ effectiveness in purchasing advertis-
ing. Congress’ delays in passing annual appropriations
have made it impossible for the military services to
determine their annual funding for marketing at the
start of the fiscal year, and military marketers often can-
not commit resources to campaigns or make timely pur-
chases of products in the commercial advertising cycle.®
Sustained and long-term funding of marketing—com-
bined with innovative new approaches for today’s media
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environment—may enable the military services to more
efficiently apply advertising resources to increase aware-
ness and propensity to join the military.

Develop Educational Pathways for Military
Service

Currently, the services access individuals with tech-
nical skillsets either by recruiting qualified specialists
or by funding education and training concurrent with
military service. The military already provides a broad
range of educational benefits to military service mem-
bers; for example, service members are entitled to tuition
assistance during their term of service and can pursue
higher education using the GI Bill.* In a 2018 RAND
study, these educational benefits—particularly the GI
Bill—were listed as significant motivators for enlisted
personnel to join the Army.*” Yet high school students
increasingly view military service as incompatible with
postsecondary education and often choose to attend
college or vocational school in lieu of joining the mili-
tary, even when they are interested in serving.*® Options
for countering this trend and inspiring more youth to
pursue military service after their postsecondary educa-
tion include encouraging more active-duty officers to
teach at civilian institutions and more civilians to teach
at military institutions, and increasing the number of
universities that participate in exchange programs with
the academies.”

The military also faces strong competition from the
private sector in attracting and retaining individuals
with critical skills, particularly technical talent. Expand-
ing avenues within the Reserve Ofhcers’ Training Corps
(ROTC) to specialize in information warfare offers a
scalable means to increase cyber competency among
officers entering the Armed Forces. The Cyber Leader
Development Program (CLDP), developed at the U.S.
Military Academy to prepare future cyber officers,
offers an easily expandable, off-the-shelf framework.”
Similarly, the FY 2019 National Defense Authorization
Act (NDAA) authorized the Secretary of Defense to
establish Cyber Institutes at institutions of higher learn-
ing for the “development of foundational expertise in
critical cyber operational skills for future military and
civilian leaders of the Armed Forces and the Depart-
ment of Defense.””' Under this initiative, the Secretary
of Defense may establish Cyber Institutes at institutions
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A Navy sailor examines a 3D printer during a course at
Old Dominion University in Virginia.

of higher learning with ROTC programs, with special
consideration given to the senior military colleges.”

m The Commission recommends that

Congress and the President expand
and improve educational pathways for
entering the military.

12a. Expand opportunities for
educational attainment prior to and
during military service.

>>  The Commission recommends that
Congress authorize and appropriate
funding for the military departments
to provide limited tuition grants for
pre-service professional degrees, certifi-
cates, and certifications in exchange for
an enlisted service commitment.

>>  The Commission recommends that
Congress authorize and appropriate
funding for the Secretary of Defense,
acting through the Secretary of one of
the military departments, to run a pilot
program establishing a partnership
with community colleges and vocational
schools that would provide professional
degrees, certificates, and certifications
through technical education programs.
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>>  The Commission recommends that the
President direct the Secretary of Defense
to ensure that the military departments
fund and apply tuition assistance (TA) in a
consistent manner, given the importance
of TA to young new service members.
The Secretary should consider allowing
the military departments to prioritize
TA funds to service members who are
seeking to complete a degree, certificate,
or certification program that leads to a
critical skill.

>>  The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the mil-
itary departments, to follow the efforts of
the Army, which has developed programs
that leverage private-sector certifications
for soldiers, reduce transition costs,
increase retention, and create a more
skilled force.

The uniformed services can develop and expand a
series of pathways for providing technical education so
that they can recruit and retain individuals with increas-
ingly technical skillsets. In addition, new programs that
focus on assisting current and future service members to
obtain degrees, certificates, and certifications could pro-
vide much needed help in recruitment, retention, and
skill development. Participants in the tuition grant pro-
gram would be required to sign an enlistment contract
in exchange for receipt of any tuition funding. If success-
ful, these programs might be replicated for national and
public service applicants. Military-sponsored technical
credentialing programs would provide additional oppor-
tunities for civilian students, military recruits, and cur-
rent military service members to gain technical education
relevant to future national security needs.

12b. Strengthen existing platforms for
growing digital talent.

>> The Commission recommends that the
President direct the Secretary of the
Army, in coordination with the Army
Cyber Institute and U.S. Army Cadet

40

Command, to continue to expand access
to the Cyber Leadership Development
Program (CLDP) to Army ROTC cadets
across the country, and to work with
service cadet commands to facilitate the
participation of Navy, Marine, and Air
Force ROTC cadets—in addition to Army
ROTC cadets—in CLDP.

>> The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the mil-
itary departments, to continue funding
for ROTC cadets to participate in summer
programs, internships, and opportunities
through CLDP, even if not co-located with
the ROTC cadet's university.

>> The Commission recommends that
Congress appropriate funding to the
newly established Cyber Institutes
authorized in the NDAA for FY 2019 and
consider expansion to other universities
if proof of concept is successful.

As noted, programs like CLDP offer platforms for
increasing the level of digital talent in the services. Indi-
vidual ROTC programs not co-located with the Army
Cyber Institute have so far lacked the same level of coor-
dination and opportunity to fully implement the pro-
gram. In addition, though authorized in the FY 2019
NDAA, recently approved Cyber Institutes have not yet
reached their full potential.” Expanding access to and
funding for these programs will assist the military ser-
vices as they compete for cyber talent.

More Effectively Manage Military Personnel
Increasing participation in military service requires
examining how current practices of managing talent
affect both recruiting and retention. Whereas the cur-
rent military personnel management system was con-
structed to develop standardized skills and a degree of
interchangeability among service members during the
Cold War, DoD will increasingly require processes for
recruiting advanced specialists and for accommodating
civilian career models in order to attract key talent.

National Commission on Military, National, and Public Service



Source: U.S. Navy

ADVANCE MILITARY, NATIONAL, AND PUBLIC SERVICE

i

Sailors in the U.S. Navy Ceremonial Guard wait to parade the colors in Washington, DC.

“While organizations like the Defense Digital
Service and the Defense Innovation Unit have done
a tremendous job attracting civilians for short tours
of service, this human capability cannot be solely
outsourced to contractors or even civilians. We need
uniformed members, both officer and enlisted, to
combine their tech-nativity with the credibility and
authority inherent under Title 10.”

—Raj Shah,
Jformer Director of Defense Innovation Unit

The FY 2019 NDAA provided extensive new
authorities for the promotion of military officers to
allow more flexibility in personnel management and
to “enable access to critical skills.”” Though some mil-
itary leaders have been reluctant to take advantage of
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many of these authorities, as they often depart from
the standard “up or out” model of personnel manage-
ment in the military, a few programs have innovated in
applying new approaches to personnel management,
including the Navy’s Sailor 2025 initiative.” In addi-
tion, several of the military services are exploring new
initiatives to allow more movement between military
and civilian careers.

Included in these early initiatives are alternative
promotion timelines and the ability to opt out of
promotion, as well as opportunities to separate from
military service for academic, professional, or personal
reasons and then reenter service at a rank reflecting
qualifications and experience gained outside the mili-
tary. Overcoming prevailing culture and longstanding
military personnel practices will require support from
the highest leadership and the collection of more robust
data to appropriately make best use of new authorities.
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President direct the Secretary of Defense,
acting through the Secretaries of the
military departments, to utilize existing
personnel tools and resources to more
effectively manage military personnel.

13a. Utilize existing authorities and
opportunities to facilitate a
“continuum of service.”

>>  The Commission recommends that the
President direct agencies and depart-
ments of the Federal Government,
including DoD and the military depart-
ments, through their leadership, to use
existing personnel management author-
ities to facilitate a “continuum of ser-
vice” that fosters efficient and effective
permeability between all components of
Government service, and between the
Government and the private sector.

>>  The Commission recommends that
Congress direct the Secretaries of each
of the military departments to develop
a new personnel management structure
for recruiting and retaining a specific
military occupational specialty, such as
cyber or engineering. In developing a
new personnel management structure,
the military departments should leverage
existing authorities and consider how

individuals with specific skillsets—such as

medical workers, attorneys, and chap-
lains—are currently managed in order to
improve talent management of person-
nel within the chosen career field.

>> The Commission recommends that the

President direct the Secretary of Defense,

acting through the Secretaries of the
military departments, to use existing au-
thorities to establish warrant officers as

an optimal pathway for individuals transi-

tioning into and out of military service, to
provide flexibility in compensation, and
to retain existing service members who
are not interested in pursuing military
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command leadership.

>>  The Commission recommends that
the President direct the Secretary of
Defense, acting through the Secretaries
of the military departments, to establish
permanent billets at Defense Digital
Service and similar entities, as opposed
to the current short-term temporary duty
assignments, to facilitate greater cyber
development opportunity and enable
promotion boards and service leadership
to better recognize the institutional value
in such assignments.

>> The Commission recommends that the
President direct agencies and depart-
ments of the Federal Government,
including DoD and the military depart-
ments, through their leadership, to con-
sider options for allowing and incentiviz-
ing individuals in cyber career tracks who
leave for the private sector to agree that
they can be called back into service when
needed, or on a part-time basis.

The military personnel system does not currently
allow for a smooth transition between components of
service and the private sector, a position that inhibits
retention of trained and talented service members. The
military services should foster greater permeability with
the private sector and take advantage of best practices
and untapped talent by adopting more flexible transi-
tion mechanisms.

13b. Collect data on the usage of new
authorities and other personnel
management tools.

>> The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the
military departments, to collect data on
the usage of new FY 2019 authorities
with regard to recruiting and retaining
cyber talent and report that informa-
tion to Congress, along with identified
challenges, additional authority require-
ments, and future plans for expanded
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New Marines stand in formation at Marine Corps Recruit Depot, San Diego.

>>

>>

implementation or justifications as to

why such authorities are not appropriate.

The Commission recommends that the
President direct the Secretary of Defense,
acting through the Secretaries of the mil-
itary departments, to collect more robust
individual performance data and admin-
ister a standardized exit survey to identify
retention challenges, increase transparen-
¢y, and support the use of new authorities
in areas such as merit promotion, lateral
entry, and constructive credit.

The Commission recommends that the
President direct the Secretary of Defense
to provide an annual report to Congress
on the use, by military department, of
recruitment and retention bonuses paid
to individuals in cyber career tracks in
order to formulate a better appraisal of
the incentive structures necessary for the
military to remain competitive in attract-
ing such individuals and ensure that
service branches are fully utilizing the
incentives at their disposal.
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While the military services have begun efforts to
manage digital talent, the collection of more robust per-
formance data as well as data regarding the efficacy of the
new authorities granted in the FY 2019 NDAA could
help overcome institutional and cultural impediments
and aid those efforts. The military bureaucracy has his-
torically been reluctant to adopt initiatives that require
significant cultural change; instead, action has had to be
taken by congressional or executive branch leadership,
as in the 1986 Goldwater-Nichols Act or the repeal of
“Dont Ask, Don't Tell” policies. Explicit tracking can
hold service leaders accountable and incentivize them to
make use of new authorities that run counter to existing
cultural practices. Absent such tracking, policymakers
cannot determine whether new authorities were ineffec-
tive in overcoming recruiting and retention challenges or
simply were not fully utilized by service leadership.
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NATIONAL SERVICE

Background

Hundreds of thousands of Americans participate in
national service—individual, community-led, or feder-
ally organized projects and partnerships to address the
needs of the Nation. National service extends beyond
volunteerism in that members commit to a term, typi-
cally greater than six months, of sustained and substan-
tive service with an organization while earning a modest
living allowance.

Each year, the Federal Government sponsors more
than 300,000 national service positions through the Cor-
poration for National and Community Service (CNCS),
the Peace Corps, and other Federal agencies. CNCS’s
AmeriCorps programs engage men and women in service
each year at various locations across the country, including
nonprofits, schools, public agencies, and community and
faith-based organizations. AmeriCorps consists of three
programs: State and National, Volunteers in Service to
America (VISTA), and National Civilian Community
Corps (NCCC). Members of AmeriCorps State and
National provide direct service with nonprofit and com-
munity groups. AmeriCorps VISTA members help build
the capacity of organizations addressing poverty. Amer-
iCorps NCCC is a team-based, residential program for
young adults 18 to 24, who provide short-term surge sup-
port to high-impact projects throughout the country. In
addition, CNCS’s Senior Corps programs tap the skills,
talents, and experience of Americans ages 55 and up in
three programs. The Foster Grandparent Program coordi-
nates volunteers who serve as one-on-one tutors and men-
tors for at-risk youth. The Retired and Senior Volunteer
Program (RSVP) organizes volunteers to serve in a variety
of roles in their community. The Senior Companion Pro-
gram helps older Americans live with independence and
dignity in their own homes. For Americans who desire to
serve overseas, the Peace Corps sends volunteers to assist
other countries in developing community capabilities and
a better understanding of U.S. culture and values.

National service programs are built on partnerships.
AmeriCorps ensures that State and local leaders play a
key role in deciding where national service resources go.
The National and Community Service Trust Act of 1993
explicitly created partnerships between the Federal Gov-
ernment, States, and nonprofit organizations to connect
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public and private resources to community projects. In
fact, nearly 80 percent of funding for AmeriCorps State
and National is overseen by Governors through appointed
State service commissions. These partners generate more
than $1.26 billion annually in outside resources to sup-
port national service programs.” These resources come
from investments from some of the Nation’s biggest
companies, small businesses, community foundations,
individual donors, and local agencies through matches
or in-kind support. Such investments strengthen com-
munity impact and supplement taxpayer dollars, helping
to make national service a cost-effective strategy to meet
local and national needs.

Figure 5: National Service Program
Size

@““'c”&w AmeriCorps 75,300
*
AmeriCorps State & National 65,600
AmeriCorps VISTA 8,000
AmeriCorps NCCC 1,700
BN Senior Corps 207,100
Cid
%
RSVP 174100
Foster Grandparents 22,400
Senior Companions 10,600
Peace Corps 7,300

Sources: CNCS, correspondence to the National Commission on
Military, National, and Public Service, July 2, 2019; and Peace Corps,
The Peace Corps’ Congressional Budget Justification: Fiscal Year
2020 (Washington, DC: Peace Corps, 2019),17-19,
https:/files.peacecorpsgov/idocuments/open-government/
peacecorps_chbj_2020.pdf.

Often overlooked, national service has routinely
demonstrated its positive impacts and return on invest-
ment by improving the lives of those who are being
served, by providing much-needed resources for local
and nonprofit organizations, and by creating more
united, civically engaged communities. Participants in
national service can reap substantial benefits from their
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service, including better employment prospects, higher
wages, achievement of educational goals, and improved
health.” Communities served benefit not only from
improved civic health but also from lower crime rates,
improved education outcomes, and attention to unmet
needs.”® National service also works to support veterans
and military families with programs designed to help
in navigating benefit claim processes, provide men-
toring and support when parents are deployed, and
offer support services to address health and wellness
needs.” A 2004 review of national service programs
demonstrated that almost universally, the social and
economic benefits significantly outweighed costs, such
as the expense to Government to run the programs.'®
More recently, a study of the benefits and costs of
national service found that the benefits outweigh the
costs by billions of dollars.”” And though social ben-
efits are difficult to quantify financially, it is clear that
when individuals serve alongside those who may not
look, worship, speak, or think like them, community
ties are strengthened and civic health improves.'”

Despite the proven benefits of national service,
most Americans are unaware of what national service is,
unfamiliar with the opportunities to serve, and unable
to anticipate how a term of service could benefit their
future plans. Nearly a third of millennials state that they
are unaware of existing national service opportunities,
in part because of their limited exposure to partic-
ipants in national service, the decentralized nature of
national service marketing, and differences in branding
and recruiting across programs.'® Even Americans who
want to take action in their communities might not
consider national service if they are unsure and unaware
of what it is, how they can contribute, and where to find
opportunities.

“Expanding national service opportunities for young
Americans strengthens our communities, broadens
the worldview of our next generation of American
leaders, and instills in our young men and women

a sense of pride in themselves and their country that
can only be gained through giving back.”

Senator Jack Reed, Rhode Island
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WHAT IS THE EDWARD M. KENNEDY

SERVE AMERICA ACT?

Enacted in 2009 with strong bipartisan support,
the Edward M. Kennedy Serve America Act:

> Reauthorized and expanded national service
programs administered by CNCS.' |t set a goal
of increasing the number of annual AmeriCorps
positions from 75,000 to 250,000 by 2017 and
authorized new programs, including the Social
Innovation Fund, Summer of Service, and
Semester of Service.

> Expanded age and income eligibility for the
Foster Grandparent and Senior Companion
Programs, and increased the amount of the
Segal AmeriCorps Education Award to match
the Pell Grant.

> Focused national service programs on six
national priorities and required grantees to
demonstrate effectiveness by using standard-
ized performance measures to improve commu-
nity impact.

> Encouraged innovation in the nonprofit sector
and strengthened management and accountabil-
ity processes.'®

While post-service awards are intended, in part,
to attract new national service participants, the living
allowance and other benefits received during their ser-
vice term are meant to help meet members’ cost-of-
living expenses. The living allowance is intentionally
modest, but often it is so low that members cannot sus-
tain themselves without outside assistance during their
service term, and many enroll in public assistance pro-
grams just to make ends meet. For example, in 2018—
the most recent year for which data is available—the
average budgeted living allowance for full-time Ameri-
Corps State and National members was $15,370, only
23 percent above the national poverty line for an indi-
vidual.'® The Commission repeatedly heard from both
program managers and participants that the low stipend
amount discourages those who aspire to pursue national
service opportunities and hinders those without outside
assistance from participating. Limitations on the post-
service Segal AmeriCorps Education Award (Segal
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HOW SERVICE CAN MEET THE NEEDS OF THE NATION

Congress charged the Commission with develop-
ing recommendations about service to meet critical
needs of the Nation. The Commission therefore
devoted significant efforts to understanding these
needs, which span a wide range of issues, including
education, economic opportunity, health care, and
disaster preparedness and response. As the needs of
the Nation continue to evolve, service has the ability
to respond swiftly and to empower individuals across
the country to support their fellow Americans. Below
is just a glimpse of the transformational potential of
service.

Education

National service is a proven, cost-effective means
to meet some of the Nation’s most critical educa-
tional needs. Over 90,000 Senior Corps volunteers
and AmeriCorps members already provide in-school
and after-school support to students, serving in
nearly 12,000 schools nationwide.'” Whether as
part of Teach For America, City Year, or Foster
Grandparents, national service programs have been
able to staff classrooms in dire need of teachers,
expand the pipeline to the teaching profession, and
send diverse volunteers to diverse communities.

As the Nation faces an acute teacher shortage,
service has the potential to provide a steady supply
of dedicated volunteers to help fill these critical
roles—particularly in low-income communities, which
traditionally struggle to recruit new teachers.'® In
addition, national service programs can help address
the teaching profession’s lack of diversity by recruit-
ing from communities across the country.'® Indeed,
national service programs such as City Year have
made a concerted effort to engage more minority
volunteers; as a result, 56.1 percent of corps mem-
bers identify as people of color, providing many
students with role models who share their cultural
background.?

Economic Opportunity

National service programs can effectively promote
economic opportunity across the Nation by providing
an array of antipoverty measures and contributing to
workforce, community, and small business develop-
ment. In FY 2017, AmeriCorps VISTA programs pro-
vided support services to over 300,000 disadvantaged
youth; one program known as NeighborWorks raised
more than $2 million to connect over 2,000 econom-
ically disadvantaged individuals to financial literacy
services and over 300 economically disadvantaged
individuals to job training."" Given that more than
4.6 million youth are disconnected from employment
opportunities, national service programs can signifi-
cantly enhance workforce development opportunities
and contribute to the overall health of the Nation’s
economy."2 A 2010 report by America’s Service
Commissions and Innovations in Civic Participation
highlighted 52 AmeriCorps programs with job training
success stories.’3 The need to assist Americans in
these areas continues to rise, and national service pro-
grams could be part of a holistic solution to improve
the economic condition of Americans across the
Nation. Moreover, studies suggest that participation in
national service programs provides significant benefits
to the participants themselves, notably increasing par-
ticipants’ chances of securing long-term employment
through skill development and certifications that are
fundamental to the future economy.'“

Health Care and Long-Term Care Needs

The Federal Government currently sponsors a
number of national service programs that help to
address health care and long-term care needs in rural
areas and areas with underserved populations—
and the burgeoning population of older Americans
highlights the critical need to expand such programs.
The share of Americans older than 65 will soon
exceed one in five,'’> creating even more need for
primary care physicians, medical specialists, nurses,
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and caregivers. Research examining health care
challenges in the United States suggests that service
could help mitigate access-related issues and critical
public health challenges.* For instance, families that
cannot afford nursing homes or prefer to provide
family care cost employers an estimated $29 billion
per year in lost productivity."® Organizations such as
Senior Companions and Partners in Care can offset
this cost by providing in-home services that enable
older Americans to continue aging in place, improving
both their quality of life and their access to care. The
potential ability of service to alleviate many of the
health care challenges facing families throughout the
Nation—both through existing programs and new pro-
grams that might enable skilled health care workers to
contribute their time and talents—is immeasurable.

Environmental Conservation

National service can provide low-cost methods to
address a range of environmental conservation issues,
from highly localized projects that reduce excess heat
and air pollution in urban areas through tree planting
and rooftop gardens to broader efforts that lessen
the impact of rising sea levels and devastating storm
surges through coastal mangrove rehabilitation.
Between 1972 and 2017, the Forest Service benefited
from three million volunteers who devoted 131.2
million hours of their time, providing $1.7 billion in
value. In FY 2018 alone, Forest Service volunteers did
work equivalent to that of 2,885 full-time employ-
ees—a $128 million value.”” Despite this work, the
Nation faces significant maintenance backlogs across

Many public health challenges would be tackled best by policy
changes, which are more the province of agencies, legislatures, and
advocacy groups than of those in service. For example, the creation
of exchanges that facilitate coordination of care and sharing of clini-
cal information between VA and non-VA health care providers could
significantly improve access to care for rural veterans. See Karen B.
Pearson et al., Health Information Exchange: A Strategy for Improving
Access for Rural Veterans in the Maine Flex Rural Veterans Health Access
Program (Portland, ME: Maine Rural Health Research Center, May
2016), https://muskie.usm.maine.edu/Publications/rural/Maine-Ru-
ral-Veterans-Health-Access-HI T-Strategies. pdf.
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all Federal lands that will require a more sustained
commitment to service. The National Park System,

for example, faces a deferred maintenance backlog
estimated at $11 billion."® In addition, service can par-
ticularly help rural communities that suffer from crop
and livestock losses caused by flood and drought con-
ditions. Service programs such as Rural Action’s Ohio
Stream Restore Corps, which hosts 31 subprograms
that provide natural resource restoration throughout
Appalachian Ohio, offer an example of the impact
national service can have throughout the Nation.'"

Disaster Preparedness and Recovery

Natural disaster preparedness, response, and
recovery are tasks faced by communities across the
United States, as natural disasters have increasingly
far-reaching and damaging impacts. Service plays a
key role in each of these areas, particularly as time and
personnel are two essential yet finite resources during
a disaster and in the months of recovery that follow.
At present, basic tasks such as debris removal may
take weeks or months longer than necessary because
of personnel shortages. For instance, in the aftermath
of Hurricane Harvey—a disaster that in August 2017
affected 13 million people and damaged over 200,000
homes—Habitat for Humanity delivered 7,460 disaster
relief and recovery services, completed 293 construc-
tion projects, and funded 243 loans to homeowners by
July 2018.12° National service could continue to play a
significant role in bringing motivated service members
to complete disaster preparedness and recovery tasks,
freeing trained personnel to focus on other critical
jobs. Programs such as the Department of Homeland
Security (DHS) Surge Capacity Force, whose volunteers
are deployed to disaster sites for up to three months,
and FEMA Corps, which leverages volunteers for ten-
month terms, exemplify the value of national service
in disaster recovery and response.
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Award) also hamper its ability to act as a strong incen-
tive to serve. While it provides AmeriCorps alumni the
equivalent of a Pell Grant—$6,195 for the 2019-2020
academic year, which can be used for college tuition
or to pay down student loan debt—it covers only 60
percent of the average cost of tuition at an in-state
school and is subject to Federal and State taxes.'?!

In addition to these challenges, many are unable
to act on their wish to serve because there simply are
not enough positions available. The Edward M. Ken-
nedy Serve America Act authorized an expansion of
AmeriCorps positions to 250,000, but Congress has
not appropriated funds to enable this growth. Indeed,
funding for existing programs is not secure, and as a
result, demand for national service positions outstrips a
stagnant supply. In this situation, national service pro-
grams and advocates devote significant time and energy
to defending the status quo rather than to expanding
service opportunities to more Americans.

The Commission’s recommendations are designed
to address national service’s structural challenges in
both the short and long term. In the short term, the
Commission aims to increase awareness of national
service and build more effective pathways to ser-
vice opportunities by improving and expanding the
national service system. Enhancing public awareness
will not only provide more information to people
looking to make a difference but will also more widely
disseminate examples of service in the community,
inspiring more people to serve. The Commission’s
recommendations are also intended to improve part-
nerships and collaboration through service between
government agencies, private and nonprofit organiza-
tions, and their communities.

In the long term, the Commission’s recommenda-
tions seek to build a service infrastructure that can sup-
port a million Americans in national service annually by
2031 through the expansion of existing service models
and the creation of new models. This goal is both feasible,
because enough untapped aspiration exists to fill these
positions, and desirable, because a culture of service will
strengthen the bonds between Americans and address
unmet needs in communities across the Nation. The
Commission believes that the Nation is ready and—as
it has learned from conversations with experts, business
leaders, service executives, national service members and
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alumni, and members of the public—eager for a dra-
matic expansion of national service opportunities across
the country. The Commission envisions a future in which
its reccommendations have successfully cultivated a cul-
ture of service to country, and “How have you served?”
has become a common refrain in America.

Findings and Recommendations

The Commission identified several critical ways
in which policy change can improve awareness of, and
aspiration and access to, national service. Specifically,
the following policy recommendations are designed to
cultivate universal awareness and improve recruitment;
restructure the value, flexibility, and use of service ben-
efits; restructure Senior Corps; expand opportunities;
explore new models; increase private-sector investment;
and reimagine public-sector coordination. CNCS, as
an institution fundamental to coordinating and sup-
porting national service efforts across the country, will
have a direct role in executing many of these recom-
mendations to strengthen and grow national service.
The Commission is aware of deficiencies cited in recent
audits of CNCS and recognizes the steps CNCS is tak-
ing to address these shortcomings, such as its ongoing
efforts through its Transformation and Sustainability
Plan to overhaul its grant-making system, strengthen
its financial management and information technology
practices, create new intergovernmental agreements to
bolster its human resources and accounting functions,
and improve its background check processes.'” The
Commission believes a combination of its recommen-
dations and the full implementation of CNCS’s Trans-
formation and Sustainability Plan will help unlock the
full potential of national service in America.

Cultivate Universal Awareness and Improve
Recruitment

The lack of public awareness about national service
is one of the most intractable barriers to expanding and
promoting greater investment in national service. It
has several sources, including the absence of a formal
definition of service, decentralized branding practices,
and limited public exposure to national service mem-
bers and opportunities to serve. The phrase “national
service” has no universally accepted definition in the
United States, and it can evoke disparate images, ranging

National Commission on Military, National, and Public Service
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not interfere with existing recruitment. Military ser-
vice recruiters could benefit from greater awareness
of national service opportunities across the Nation as
well as more frequent interaction with national service
alumni, many of whom are interested in continuing
their service.'"” According to the Peace Corps’ leader-
ship, military service or AmeriCorps participation is
frequently taken into consideration when Peace Corps
applicants are evaluated. CNCS and the Peace Corps
welcome the recruitment and inclusion of military
veterans in service, but both have struggled to attract
veterans to their programs.

m The Commission recommends that

the President direct all agencies and
A Peace Corps Volunteer teaches English in Paraguay. departments to work toward increasing
public familiarity with national service
opportunities, promote cross-service

Source: Peace Corps

from volunteerism to specific service opportunities to marketing and recruitment efforts, and
mandatory military obligation. In addition, Ameri- expand pathways for those who serve to
Corps and Senior Corps have decentralized marketing continue their service.

and branding strategies that rely on nongovernmental

partners with varying capabilities, while CNCS has 14a. Launch a public awareness
struggled to enforce compliance with branding require- campaign for national service.
ments, making it difficult for the public to differentiate S T Cerieslen reas TE s MRt

the programs under its umbrella. Congress appropriate funding for a pub-

lic awareness campaign to educate key
influencers of youth, including parents,
grandparents, teachers, guidance coun-

“One powerful way to strengthen our democracy

is to ask new generations of Americans to work
selors, clergy, and coaches, so that they

can inform students about the opportu-
nities for and impacts of national service.

together through a year of national service to
help solve the most persistent needs facing our

communities and our country.” >>  The Commission recommends that the
—AnnMaura Connolly, President direct the CEO of CNCS to imple-
Voices for National Service ment a national program to recognize insti-
tutions of higher education that champion
CNCS is charged with promoting national service service and service alumni on campus.
in America, but it has yet to develop and implement
a national strategy to do so—primarily because of its A public awareness campaign will educate young
limited budget. One option is to establish and make people and their influencers by highlighting the ways
full use of systemic policies that encourage or require in which people can join national service, the vari-
leaders of military, national, and public service to work ety of areas on which national service focuses, and
together on recruitment and marketing initiatives. the benefits that service can provide to participants.
Conversations with and testimony by military leaders Such a campaign will better equip these influencers
revealed an appetite for crossover recruiting efforts, so to guide young adults regarding how service could
long as those activities advance their mission and do benefit their lives.
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Institutions of higher education can be powerful
partners in creating universal awareness of and aspira-
tion for service by encouraging service before college.
Highlighting institutions of higher education that
champion service and service alumni on campus will
promote the idea that service is valued and may lead
to more extensive support for national service by high
schools. Some colleges and universities actively promote
national service alumni and opportunities on campus,
but more may do so if they could earn a national recog-
nition award for their commitment to service. There is
at present no strategy to reward those institutions that
go above and beyond in demonstrating how they value
service members. By recognizing schools that incen-
tivize service, national service organizations can create
active partnerships with institutions of higher educa-
tion to promote a culture of service.

In addition to these recommendations, the Com-
mission recognizes and supports CNCS’s ongoing effort
to improve common and unified AmeriCorps and
Senior Corps branding requirements in order to ensure
consistency across all AmeriCorps and Senior Corps
promotional materials, service uniforms, and service
opportunity announcements.

Restructure the Value, Flexibility, and Use of
Service Benefits

National service relies on Americans who dedicate
their time, talents, and energy to the public

poverty line for a household of one ($12,490).'%
Many participants therefore rely on outside financial
help, often from family, while others apply to poverty
assistance programs such as the Supplemental Nutri-
tion Assistance Program to make ends meet.

Senior Corps” Foster Grandparent and Senior Com-
panion Programs offer low-income older Americans a
small stipend to cover expenses related to their service.
These stipends are paid at an hourly rate, and volunteers
are eligible to receive other assistance such as automobile
insurance and reimbursement for transportation and
meals. The Senior Companion Program, like the Foster
Grandparent Program, requires volunteers to be age 55
or older and to have an income below 200 percent of the
poverty line. Volunteers in these programs receive simi-
lar benefits. In 1978 the Foster Grandparent and Senior
Companion Program stipends were set to $2.00 an hour,
approximately 75.5 percent of the Federal minimum
wage of $2.65.'” As of 2019, the Foster Grandparent Pro-
gram and Senior Companion Program volunteers earn an
hourly stipend of $2.65 for their service,'* which is only
36.5 percent of the current Federal minimum wage.

In addition to compensation, post-service awards
play an important role in attracting new participants to
national service. The National and Community Service
Trust Act of 1993 established the Segal Award as the
primary Federal education benefit for members who
complete a term of service in any of the three Ameri-

Corps programs. All AmeriCorps alumni

good and to community causes. However, The current average are eligible for a Segal Award, and the

the benefits provided to service members
do not reflect the value national service
provides to the Nation, and do little to

living allowance

for full-time

VISTA program offers their members the
option of receiving a discounted cash pay-
out instead. The value of the Segal Award is

attract new participants or sustain mem-  AmeriCorps State tied to the value of the Pell Grant ($6,195
bers. The poverty-level compensation and 5,/ Nutional for the 2019-2020 academic year). The

the relatively inflexible benefits provided to
service members leave an impression that

members is just

award can be used toward college tuition,
student loans, or fees for vocational train-

the Nation places little value on service and above the 2019 ing at institutions of higher education and
provides shaky ground upon which to build  Federal poverty line vocational schools that qualify under the
propensity to serve. fb 2 household o f U.S. Department of Education’s Title IV

The current value of the living allow-
ance creates a particularly significant
barrier and prevents some from serving
despite their interest. As noted above, the current aver-
age living allowance for full-time AmeriCorps State
and National members is just above the 2019 Federal
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one ($12,490).

student aid program. Seventy-eight per-
cent of national service alumni use the
Segal Award to pay for college or technical
training or to repay student loans.'*’

However, unlike most Federal education awards—
including Pell Grants, benefits offered through the

National Commission on Military, National, and Public Service
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Post-9/11 GI Bill, and Fulbright scholarships—the
Segal Award is treated as income by the Internal Rev-
enue Service and subject to taxation when used by
alumni for tuition, student loan repayment, or both.
AmeriCorps alumni do not receive the award them-
selves; rather, it is sent directly to the institution of
higher education or to the student loan provider.
CNCS provides information to members and alumni
to inform them of these taxation requirements, though
the Commission learned from conversations with
alumni that some remained unaware of the award’s
taxability until after they attempted to use it and that
others who did know of it were discouraged from
using the award at all.

Commissioners also heard from national service
alumni about difficulties they have faced in finding
affordable housing or meeting other basic needs; unfor-
tunately, CNCS cannot accurately assess members’
financial hardships, because it lacks both systematically
collected data on income and self-reports on financial
decisions made by members who are serving. CNCS
currently collects data primarily through AmeriCorps
applications, enrollments, and the exit surveys given
at the end of a member’s service commitment. The
application asks potential members to provide their
demographic data but seeks no information related to
socioeconomic status. In addition, member applica-
tions are provided by CNCS for AmeriCorps VISTA
and NCCC positions, but many AmeriCorps member
organizations have their own application processes and
questions. The exit survey assesses areas that include the
training and activities performed by the member, the
member’s satisfaction with their experience, and politi-
cal engagement and social cohesion.

m The Commission recommends that

Congress and the President take actions
to improve benefits to national service
participants.

15a. Increase national service living
allowances.

>> The Commission recommends that the
President and Congress encourage the
CEO of CNCS and heads of grantee or-
ganizations in the AmeriCorps State and

WWW.inspire2serve.gov

National program to exercise their full au-
thorities to increase the living allowances
for members and provide adequate cost-
of-living and geographic adjustments to
those living allowances, and that Congress
accordingly appropriate funds.

>>  The Commission recommends that
Congress eliminate the Senior Corps'
maximum stipend restriction and appro-
priate funds to increase the stipend that
volunteers receive to at least 60 percent
of the Federal minimum wage.

The AmeriCorps State and National living allow-
ance is meant to cover members basic cost-of-living
expenses during their term of service, but a body of evi-
dence reveals that the living allowance falls short—and
that shortfall causes a substantial barrier to participation
in national service. Although the Foster Grandparent
and Senior Companion Programs are both intended to
help alleviate poverty for older Americans, they provide
volunteers only a small fraction of the Federal mini-
mum wage. Increasing these allowances will make these
programs accessible to a wider population and reduce
members’ dependency on social safety net programs.

15b. Improve the value and flexibility of
the Segal Award.

>>  The Commission recommends that
Congress amend the Internal Revenue
Code to exclude the Segal Award from
gross income, thereby eliminating
Federal taxation of the award.

>>  The Commission recommends that
Congress eliminate the provisions an-
choring the Segal Award to the Pell Grant
and appropriate funds to increase the
overall value of the Segal Award.

>>  The Commission recommends that
Congress allow all AmeriCorps alumni
to opt in to receive a discounted end-of-
service cash stipend in lieu of the Segal
Award.
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-
Jim's Story

While a student at Vanderbilt University, | participated in volunteer activities and
service-learning experiences that sparked my desire to do something for the
greater good. After graduating in 1993, | decided to get involved in volunteerism
and service instead of pursuing a career in anthropology or computer science,
which | had studied. However, | did not know what opportunities were available
besides the Peace Corps, so | took a temporary job while looking for something
more meaningful. The next summer a friend told me about a new national service
program called AmeriCorps that was starting in Nashville. It did not take much
convincing for me to decide that AmeriCorps was the service | had been waiting for.
As a member of the first class of AmeriCorps, | dedicated a year to serving low-
income senior citizens through the TenneSenior Service Corps. Traveling throughout

thirteen counties in Middle Tennessee holding health fairs at senior citizen centers, we routinely found seniors
with dangerously high blood pressure, blood glucose, or cholesterol, many of whom had not seen a doctor

in years. We also provided minor in-home service projects for low-income senior citizens in the region such

as repairing rotted floorboards on a porch or painting a house for the first time in years. These things would
have gone undone if not for our AmeriCorps program. Despite the financial hardship caused by the small living
allowance, my AmeriCorps service was so rewarding that it led me to dedicate my career to national service.

J

>>  The Commission recommends that
Congress authorize the CEO of CNCS to
expand the usability of the Segal Award
beyond Title IV schools to include the
same types of training and assistance
programs authorized in the Post-9/11 Gl
Bill for all AmeriCorps alumni, not just
veteran AmeriCorps alumni.

At the same time, the Commission recognizes that
the Segal Award has limited value for those without stu-
dent loans or any plans to pursue additional education
after their term of service. Flexibility could be added
to ensure that members are not excluded from one of
the main benefits of AmeriCorps service. Allowing all
members the option of taking a discounted cash pay-
ment in lieu of the Segal Award will make national ser-
vice more attractive to a wider range of people.

Unlike other scholarships and Federal awards, the
Segal Award is taxed as income when used, resulting in
tax burdens for national service alumni. Compound-
ing this issue, the Segal Award cannot cover the average
tuition for a full academic year at a public university.
Taken together, these two problems drastically reduce the
effectiveness of the education award in helping national
service alumni to attain more schooling. In addition,
the taxation of the Segal Award leads to disgruntlement
among those who are best positioned to be advocates for
national service: alumni. The Commission believes that
members who participate in a full term of national ser-
vice deserve an award that covers the full cost of a year of
in-state schooling at a public institution.
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Due to restrictions included in annual appropria-
tions bills, most AmeriCorps members cannot use the
Segal Award to pursue training and assistance programs
outside a limited set of institutions; Congress should ease
this restriction. These changes, coupled with an increased
Segal Award, would open the door more widely to con-
tinued education for national service alumni.

15c. Expand national service incentives
through institutions of higher
education.

>> The Commission recommends that the
President direct the CEO of CNCS to
work with the American Association of
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State Colleges and Universities and the
National Governors Association to en-
courage members to offer in-state tuition
rates to all national service alumni.

>> The Commission encourages all State
Governors and State legislatures to
require public institutions of higher edu-
cation to offer all national service alumni
and Returned Peace Corps Volunteers
(RPCVs) application fee waivers and/or
course credit incentives in recognition of
service experience.

Even though postsecondary education benefits are
frequently advertised as an incentive for participation
in national service, too few institutions of higher edu-
cation assist in making their offerings affordable for
national service alumni. The provision of fee waivers,
matching funds, course credits, and other incentives
for national service alumni would lower the costs asso-
ciated with earning postsecondary degrees. Reducing
these costs, in tandem with other incentives offered
as part of a service term, would boost Americans’
ability to pursue higher education and, later, find
employment.

15d. Allow for greater transferability of
the Segal Award.

>>  The Commission recommends that
Congress authorize the CEO of CNCS to
allow all AmeriCorps alumni who entered
service over the age of 55 to transfer
their Segal Award to a family member or
legally recognized dependent.

Current statutory guidelines allow AmeriCorps
State and National members—but not VISTA mem-
bers—to transfer the Segal Award to a member’s chil-
dren, stepchildren, foster children, grandchildren, or
step-grandchildren. Loosening the restriction on trans-
ferability would make the award more attractive and
useful to members over the age of 55 and would expand
access to higher education for more Americans. Open-
ing this benefit to more AmeriCorps alumni would also
promote parity of benefits across programs.
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15e. Incorporate a more flexible
benefits compensation model into
AmeriCorps.

>>  The Commission recommends that the
President direct the CEO of CNCS to
study whether a restructuring of the
current benefits package would contrib-
ute to breaking down barriers to service
and create greater incentives to pursue
service opportunities.

>> The Commission encourages the
President to direct the CEO of CNCS to
ease the restrictions on the AmeriCorps
child care allowance program that pro-
hibit young parents from receiving any
additional child care assistance, even
from their parents, during service, as well
as the AmeriCorps child care eligibility
requirements that restrict the amount
of income a member can earn and the
amount of family assistance a member
can receive.

Current rules for eligibility to receive AmeriCorps’
child care allowance are very restrictive. Potential mem-
bers, particularly low-income single parents, would have
a greater incentive to serve if they could receive assistance
for child care from informal networks to supplement the
child care benefits offered by AmeriCorps. A more flexi-
ble benefit plan would also enable members to customize
their benefits package to best suit their needs.

15f. Collect member socioeconomic and
demographic data.

>>  The Commission recommends that the
President encourage the CEO of CNCS to
direct the heads of AmeriCorps member
organizations to collect socioeconomic
and demographic data during the mem-
ber application process, not as a basis for
selecting members but rather as a way
of better understanding the challenges
facing national service members, and
to report the results to the Council on
Military, National, and Public Service.

53



ADVANCE MILITARY, NATIONAL, AND PUBLIC SERVICE

CNCS does not collect data on members’
pre-service characteristics, use of social safety net pro-
grams, and challenges experienced during a member’s
service term. Policymakers therefore rely on secondary
and anecdotal sources of data to evaluate the success of
policy changes. Because a significant number of Amer-
iCorps grantees do not use the standard application,
and many members do not complete the exit survey,
gaps in data exist. Because member exit surveys do not
capture information about those who exit their service
term early owing to hardship, conclusions reached from
the examination of exit survey results may be biased. A
revised and more widely used application that includes
socioeconomic questions and a new or more frequently
administered member survey might also be of use to
CNCS in evaluating efforts to improve the national ser-
vice experience.

15g. Issue all national service members a
completion of service certificate.

>>  The Commission recommends that the
President direct the CEO of CNCS to pro-
vide individuals completing any federally
sponsored national service a record of
completion that would include informa-
tion on training received and certifica-
tions/licenses earned, as well as allow
service members to authorize CNCS
to provide their contact information to
other service organizations and Federal,
State, local, and Tribal governments for
the purpose of learning about additional
service and employment opportunities.

A completion of service certificate would enable
national service members to have an officially recog-
nized record of their accomplishments during their
service term. More expansive than the current letter
provided by CNCS, this certificate would be similar to
DoD’s DD-214 form and would build on the descrip-
tion of service created by the Peace Corps for RPCVs.
It would be useful for a variety of purposes, including
applications for jobs and for admission to institutions of
higher education.
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Restructure Senior Corps

CNCS solicits RSVP grant proposals from eligi-
ble organizations through a competitive grant process,
and CNCS awards a single grant per geographic area.
Currently, organizations interested in offering Foster
Grandparent or Senior Companion Programs can apply
for grant funding only after an incumbent grantee
relinquishes its grant. Program incumbents enjoy three-
year grant awards, with an option to enter into another
three-year grant for a total of six years of funding before
they must fully reapply for the grant. In the FY 2018
Foster Grandparent Program grant competition, only
six States participating in the program had open geo-
graphic service areas; for the Senior Companion Pro-
gram, only three States had open geographic service
areas. CNCS does not fund more than one RSVP pro-
gram in the same region, though the grant allows for
open competition.

m The Commission recommends that

Congress and the President take steps
necessary to improve the Senior Corps
grant process and increase the geographic
diversity of Senior Corps programs in
order to expand the number of service
opportunities available to seniors.

16a. Restructure the Foster Grandparent
Program and Senior Companion
Program as competitive grants.

>> The Commission recommends that
Congress restructure the Senior
Corps Foster Grandparent and Senior
Companion Programs as competitive
grant models.

Restructuring the Foster Grandparent and Senior
Companion Programs as competitive grants would
reduce stagnancy in Senior Corps programming and
allow the best programs to rise to the top. The require-
ments for the competitive grant should be established
by the CEO of CNCS, with some conditions set by
Congress to ensure oversight and accountability.
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16b. Increase geographic diversity of
Senior Corps programs.

>>  The Commission recommends that
Congress provide the CEO of CNCS with
all appropriate authorities, and the
President provide the CEO of CNCS with
all appropriate direction, to preserve
geographic coverage of the Retired and
Senior Volunteer Program (RSVP) while
also creating flexibility for growth.

CNCS?s ability to expand Senior Corps’ RSVP pro-
gram is in question because current law limits the num-
ber of grants that can be issued in a given geographic
region at one time. Congressional and executive action
would ensure that Senior Corps has the ability to fund
more than one program in underserved communities.

“...10,000 ‘Baby Boomers’ retire every day
and will do so for the next 11 years. This cohort
of more than 40 million people represents a
source of experience, knowledge, and expertise
that we desperately need to tap to improve our
communities, our schools, and our health care,

among other problems.”

—Betty Ruth,
National Association of RSVP Directors

Expand Opportunities

Since its inception, national service has had diver-
sity as an aspirational goal, but for a myriad of reasons
reaching geographically, demographically, and socio-
economically diverse communities has been difficult.
The Commission heard frequently from representatives
of underserved populations—including opportunity
youth, Tribal members, rural residents, and Americans
with disabilities—about the challenges and opportuni-
ties for them to more freely engage in service.

For example, there are 4.5 million opportunity
youth, defined as young people between the ages
of 16 and 24 who are neither enrolled in school nor
employed.'® These disconnected youth are often expe-
riencing challenges such as homelessness, foster care,
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Source: CNCS

Senior Corps volunteers and military veterans engage in
Mystic, Connecticut.

poverty, and involvement in criminal justice systems
and could benefit greatly from national service opportu-
nities.'” Programs wishing to reach opportunity youth
and Tribal communities often provide wraparound
services such as onsite food pantries and transportation
vouchers, but these forms of assistance are not required
or supported by CNCS. At the same time, the greater
scarcity of social resources and high cost of transporta-
tion increase the relative cost of operating service pro-
grams in rural areas.'® Given the requirement to match
funding, national service opportunities are often diffi-
cult for small, rural organizations to support.

'y The Commission recommends that the
President direct CNCS to expand social,
educational, and economic opportunities,
especially for underserved populations,
through participation in national service
programs.

17a. Expand existing national service
programs targeting diverse
populations.

>>  The Commission recommends that
Congress appropriate funding to double
by 2031 the number of opportunities in
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Pearl’s Story

| came to the Mile High Youth Corps (MHYC) YouthBuild AmeriCorps program in
Denver, Colorado, in hopes of turning my life around. | dropped out of high school at
14 and ran away from home. After hearing YouthBuild AmeriCorps members speak
about the differences they were making in their communities, | applied to MHYC and
began my service in February 2018. | dedicated my time in the program to earning
my high school equivalency, Nurse's Aide certificate, and Segal Award. By working
hard and earning independent service hours at food banks, community gardens,
hospitals, and nonprofits on the weekend, | reached those goals nearly three months
early. | did this while upholding my responsibilities within the program to provide
health and wellness services to low-income Denver residents. | then enrolled in
college with a focus on nursing. | plan on being the first person in my family to
obtain a bachelor's degree. My experience was life changing. Since completing my service term, | continue
to be involved with my YouthBuild program by serving on the MHYC Alumni Council and was recognized as
an emerging leader by YouthBuild USA. AmeriCorps gave me the confidence | needed to begin acting on the
issues | want to change. | was able to turn everything | had been through into something worth living for.

J
existing national service programs that 17b. Reduce hardship in the provision of
engage opportunity youth and Tribal wraparound services.
communities, including YouthBuild, run >> The Commission recommends that
by the Department of Labor (DOL); the Congress authorize and appropriate
Youth Conservation Corps, run by the additional funding for CNCS to provide
Departments of Agriculture and the dedicated financial support to AmeriCorps
Interior; and the National Guard Youth State and National and AmeriCorps VISTA
ChalleNGe program. programs that demonstrate philanthropic

>>  The Commission recommends that the challenges or high costs per member due
President direct the CEO of CNCS to pro- to the provision of wraparound services.
vide service opportunities for individuals
with diverse abilities, such as Americans Organizations, especially those serving  in
with intellectual and/or developmental lower-income communities, frequently find it difficult
disabilities, so that they may participate to provide wraparound services to best meet mem-
in and benefit from national service. ber needs. The provision of even small benefits, such
as public transportation vouchers, can stress already-
National service organizations continue to find it strained budgets so much that some organizations can-
challenging to provide services and access to service not host certain national service members. As a result,
opportunities to diverse and underrepresented pop- populations with a greater need for these wraparound
ulations. Every effort should be made to incorporate services can be denied national service opportunities, to
diverse populations into goals to expand national ser- the detriment of all.

vice, thereby ensuring that service is open to all people.
Overlooking certain populations undercuts the goals of
national service and reduces the benefits that it affords.
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17c. Employ national service to support
the reintegration of ex-offenders.

>>  The Commission recommends that
the President direct the CEO of CNCS
to study best practices for service as
a means to facilitate reintegration of
ex-offenders and to explore the “rein-
tegration of ex-offenders” as a grant
priority.

>> The Commission encourages the Bureau
of Prisons, State legislatures, State
courts, and local magistrates to offer
incentives for ex-offenders who complete
a term of service.

National service can provide a practical means by
which ex-offenders could demonstrate their commit-
ment to reintegration into the community. Currently,
the paucity of avenues available to those who wish to
put their past mistakes behind them leads to a cycle
of recidivism and incarceration that harms both the
ex-offenders and their communities. National service
provides a model that successfully assists populations
in transition and in need of job training and positive
socialization."!

Explore New Models

While continued growth from existing models will
play an important role in reaching the Commission’s
goal of 1 million Americans annually in national ser-
vice, new service models will enhance and accelerate
that effort. The Commission explored several possible
avenues for growing national service, including fel-
lowship programs proposed previously. The Edward
M. Kennedy Serve America Act authorized CNCS to
establish a service fellowship program that would create
1,500 fellowships over a five-year span.'*? The ServeAm-
erica Fellowship program calls for individuals to apply
to State service commissions to receive a fellowship
equal to a minimum of 70 percent of the average VISTA
living allowance.'®® This program was authorized but
left unfunded by Congress, and thus the expansion of
national service was thwarted.

The Commission believes that pilot programs are
one way that CNCS and the Peace Corps can explore
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THE FLINT NATIONAL SERVICE

ACCELERATOR

The Flint National Service Accelerator Initiative (the
Accelerator) is a collaborative partnership between
the Charles Stewart Mott Foundation, CNCS, and
leaders from Flint, Michigan’s nonprofit commu-
nity, including United Way of Genesee County.

The Accelerator provides vital support to the Flint
community through national service funding, place-
based solutions to community issues, and member
and alumni support.'* The Accelerator started in
2011 with only 25 AmeriCorps members and one
Flint-based AmeriCorps program. It has since grown
to about 200 AmeriCorps members and six Flint-
based AmeriCorps programs working to address
challenges in education, opioid abuse, public safety,
and more. In addition, the Accelerator is helping

to cultivate an upcoming generation of communi-
ty-minded nonprofit, for-profit, and civic leaders
who work together to address the most critical
needs of the Flint community.'3*

new processes or provide grants to address specific
issues with little risk and great flexibility. Pilot programs
are small-scale and short-term but can be expanded if
shown to be successful. Under the National and Com-
munity Service Act of 1990, CNCS may establish
demonstration programs for the creation and evalua-
tion of innovative volunteer and community service
programs. Similarly, the Domestic Volunteer Service
Act of 1973 (DVSA) grants CNCS demonstration
program authority, including the ability to undertake
programs that encourage wider volunteer participation
and to identify segments of low-income communities
that could benefit from volunteer and other antipov-
erty efforts.'*® The DVSA also provides an authority for
grant funds for demonstration projects linking youth
groups and organizations of older Americans in volun-
teer activities, involving older volunteers in programs
and activities, and testing whether volunteer programs
for older Americans can advance new objectives or cer-
tain national priorities.'”’
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m The Commission recommends

Source: AmeriCorps NCCC

that Congress take bold action to
expand national service through the
implementation of new fellowship and
pilot programs.

18a. Launch a fellowship program to
encourage national service growth.

>>  The Commission recommends that
Congress replace the ServeAmerica
Fellowship program and make an appro-
priation for the CEO of CNCS to launch a
new national service fellowship program
that awards individuals “service grants”
that provide them funding to complete
terms of service in certified nonprofit or
community organizations.

Opverall, the demand for national service positions
overwhelms the supply. Potential AmeriCorps par-
ticipants are limited by the number of AmeriCorps
opportunities and pre-identified focus areas available,
and because of these restrictions they are not always
able to serve in organizations of greatest interest to
them. A fellowship program will empower individuals
to seek out service opportunities in their communities
without requiring a host organization to undergo the
traditional AmeriCorps grant procedures. This new
fellowship program would expand by 25,000 positions

per year until reaching its goal of 250,000 fellows.

AmeriCorps NCCC members work to restore a forest in
Kentucky.
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Potential fellows, ages 18 to 25, would be selected by
lottery, with 80 percent of fellowships awarded accord-
ing to a formula that ensures that every congressional
district receives fellows. A percentage of these fellow-
ships would be reserved for opportunity youth and
those in Tribal regions. Fellows would receive a stipend
equal to the average AmeriCorps State and National
member living allowance for the geographic region in
which the service would take place and would be eligi-
ble for a Segal Award or discounted cash payout at the
end of their service term.

This fellowship program addresses many of the
challenges faced in making national service truly
“national.” For example, more Americans would be able
to pursue service opportunities in their communities,
because individuals would be empowered to seek out
programs that fit their desires, and because smaller
organizations that otherwise might not have access to
AmeriCorps talent would now be able to host national
service members. The creation of fellowships would be a
huge boon to the national service ecosystem, especially
in areas such as rural and Tribal regions that have few
existing philanthropic resources.

18b. Appropriate funds for CNCS to
launch pilot programs.

>>  The Commission recommends that
Congress appropriate funds for the CEO
of CNCS to run novel demonstration
projects.

Although CNCS has existing authority to under-
take pilot programs, CNCS has rarely explored the
potential of pilot programs to open new pathways
to service and address local needs. Funding for novel
demonstration projects would enable CNCS to exper-
iment with new national service models to benefit
American communities. Priority should be given to
demonstration projects that address place-based mod-
els—those whose participants combine resources to
address unique local issues—and that focus on the rein-
tegration of ex-offenders into the community, such as
those that offer a positive, supportive environment in
which ex-offenders can gain job experience.

National Commission on Military, National, and Public Service



ADVANCE MILITARY, NATIONAL, AND PUBLIC SERVICE

Increase Private-Sector Investment

National service programs were designed to be
public-private partnerships linking the Federal Govern-
ment, the nonprofit sector, and community supporters.
According to the CEO of CNCS, national service pro-
grams annually draw on more than $1.26 billion from
businesses, foundations, public agencies, and other
outside sources—an amount that exceeds the Federal
appropriation of $1 billion for CNCS."* Not only do
some corporations serve as funding partners to national
service programs, but several are creating their own ser-
vice corps so that their employees can lend their time
and talents to their customers and to the communities
in which they operate. The Federal Government and the
private sector could further utilize these partnerships to
make service more relevant and accessible.

HOW PUBLIC-PRIVATE PARTNERSHIPS

ENHANCE NATIONAL SERVICE

Many national service programs administered by
CNCS are structured as public-private partnerships
between public, nonprofit, and private-sector
organizations. Many small businesses and large
corporations invest in national service programs by
donating matching funds to AmeriCorps grantees
or enabling their employees to use their time

and talents to help with community projects.’*®
National service programs that leverage public-pri-
vate partnerships are able to multiply the dollars
invested into communities. For example, Habitat
for Humanity's “Legacy Partners” are corporations,
such as AbbVie and Thrivent, that provide long-
term ongoing donations at the highest level—more
than $10 million annually—to build safe, affordable
housing in the United States.'® In addition, several
large corporations, including Starbucks, IBM, and
Citi, have created their own corps-based volun-
teering programs, as part of their corporate social
responsibility efforts, that enable employees to
lend their time and talent to community projects.
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m The Commission recognizes that many

organizations in the private sector have
made a commitment to support service
and develop strategies to provide service
opportunities for their employees and the
communities within which they operate.
The Commission encourages others

in the private sector to embrace this
trend by, for example, offering technical
support for service organizations;
pledging to hire military, national, and
public service alumni; forming mission-
driven partnerships with service entities;
and enhancing and expanding service
opportunities for their employees.

Reimagine Public-Sector Coordination

Since its inception, CNCS has joined with other
Federal agencies, such as the Department of the Interior,
Department of Agriculture, and Department of Educa-
tion, to create Federal service corps. Federal service corps
are partnerships between CNCS, another Federal agency,
and typically a nonprofit or other nongovernmental
organization that create national service opportunities
for AmeriCorps members or Senior Corps volunteers
while helping to accomplish agency or Administration
objectives. National service members can help Federal
agencies advance initiatives and Administration objec-
tives by using a low-cost Federal resource. Federal agen-
cies without a service corps should assess the feasibility of
partnering with CNCS to create one.

The Peace Corps seeks to expand access to interna-
tional service for more Americans but faces challenges
in creating additional opportunities, especially for older
Americans and Americans with disabilities. While the
Peace Corps is capable of supporting members with
some types of disabilities—one member with hearing
loss notes that “since Peace Corps™ inception in 1961,
more than 60 deaf Americans have successfully served as

Volunteers”!

“l__]eadership has shown interest in explor-
ing more flexible models to engage more Americans.'*?
Limits on resources and authorities have obstructed this
interest in expansion, however.

Apprenticeships and national service opportuni-
ties share certain characteristics—such as providing

certifications, on-the-job training, and avenues to
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employment—but the goals of the programs and of
those doing the work differ. Many AmeriCorps pro-
grams already provide members opportunities to earn
industry certifications that can lead to employment. To
be registered as an apprenticeship, a position offered
through national service would need to meet current
criteria—including potentially longer service terms,
increased living allowances/salaries, involvement of
local employers, and standard curricula.

The Federal Government plays an important role in
creating and promoting new opportunities for national
service. In addition to actions identified in the recom-
mendations below, Presidents can issue calls to service to
increase public awareness and encourage both public and
private commitment to national service. But State Gov-
ernors and legislatures can also work to promote service
within their administrations—for example, by appoint-
ing chief service officers and establishing dedicated offices
to coordinate national, public, and military service, as
well as volunteer resources and initiatives. While may-
ors, city councils, and county commissioners may have
few resources for developing national infrastructure, they
are well-positioned to put to best use additional support
in city hall. With an estimated 19,492 municipal gov-
ernments, 16,519 township governments, and 3,033
county governments across the country, there are plenty
of opportunities for local leaders to take advantage of ser-

vice to meet community goals.'®?

A Peace Corps Volunteer serves in Cambodia.
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E The Commission recommends that

Congress and the President direct Federal
agencies to implement flexible and,
where appropriate, coordinated efforts
to expand or enhance national service
programming.

20a. Expand flexibility of Peace Corps
volunteer opportunities.

>>  The Commission recommends that
Congress authorize the Director of the
Peace Corps to conduct demonstration
projects to expand the flexibility of Peace
Corps Response Volunteers located in the
United States to support efforts abroad.

Peace Corps Response Volunteers are experienced
professionals sent to undertake short-term assignments
in communities around the globe. Those who have dif-
ficulty traveling abroad but nonetheless wish to contrib-
ute to the Peace Corps Response mission have limited
opportunities to volunteer. Expanding flexibility to
allow some Volunteers to serve while remaining within
the United States will open new pathways to service for
populations who cannot travel abroad.

National Commission on Military, National, and Public Service



ADVANCE MILITARY, NATIONAL, AND PUBLIC SERVICE

20b. Increase coordination in the
creation of apprenticeships.

>>  The Commission recommends that the
President direct the CEO of CNCS and the
Secretary of Labor to coordinate and de-
velop more national service models that
qualify as DOL apprenticeships.

Despite their similar goals of increasing human cap-
ital, national service and apprenticeship programs lack
sufficient coordination in their creation and execution.
Linking the two could provide people with more direct
paths toward a new career, improving their economic
prospects.

20c. Improve disaster relief national
service programs.

>>  The Commission recommends that the
President direct the CEO of CNCS to
review the current program limitations on
participation, particularly in the area of
disaster relief, and determine whether the
extension of program participation would
be beneficial to the long-term stability of
the program and to the execution of re-
quirements, particularly in disaster relief
(e.g., the ability to recall recent graduates
who have the requisite skillset and experi-
ence to respond to disasters).

Currently, those working in such programs as
FEMA Corps or AmeriCorps NCCC are unable to
extend their service term during a disaster response so
that they may stay onsite and continue providing ser-
vices to those affected by a disaster. It is disheartening
to leave a job unfinished, and the option to stay and
complete a mission—knowing that they can finish their
important work—would provide members and poten-
tial members with a greater sense of satisfaction. The
seamless transition of disaster response personnel can
be achieved by allowing service extensions. Given the
increasing severity and frequency of natural disasters in
the 21st century, disaster relief and recovery service are
becoming more important than ever.
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PUBLIC SERVICE

Background

Public servants perform a critical role in the func-
tioning of American democracy. With integrity, honesty,
and impartiality, civil servants implement the decisions
of elected officials and administer a host of services that
fundamentally affect the daily lives of Americans. Civil
servants are employees of Federal, State, local, and Tribal
governments and represent a diverse spectrum of occu-
pations: they include teachers, law enforcement officers,
scientists, health care providers, financial analysts, and
customer service representatives. The Pendleton Act of
1883 and subsequent legislation established the Federal
civil service as a merit-based system in which individu-
als were to be judged by their qualifications rather than
their political or personal afhiliations. The principle of
merit-based hiring still undergirds the system today.

Despite the strong belief by leaders such as Presi-
dent George H. W. Bush that “public service is a noble
calling,”'* significant barriers to entering public service
exist due to a lack of awareness, aspiration, and access—
especially among younger workers, who are underrep-
resented in Federal civilian employment. Americans
under the age of 35 constitute about 18 percent of the
Federal civilian workforce, compared with 36 percent
of the broader economy.'® Access presents the most
significant barrier—dysfunctional hiring and personnel
vetting processes constitute the greatest impediment to
serving. An expert panel of the National Academy of
Public Administration evaluated Federal public service
policies and practices and concluded that “the Federal
Government’s human capital system is fundamentally
broken.”' To make matters worse, negative depic-
tions of civil servants by some elected officials hurt the
morale of the current workforce, misrepresent to the
public their role and importance, and undercut efforts
to recruit and retain public servants.

Americans are typically less familiar with Federal
and State Government career opportunities than with
options in the private sector, public safety, or teach-

H 147

ing
limited exposure to Federal and State employees. Those

This lack of familiarity is likely the result of
in public service make up a relatively small portion

of the employed population—roughly 1.4 percent of
employed Americans work for the Federal Government
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and about 3.4 percent for State Governments.* Gov-
ernment jobs tend to be concentrated in certain geo-
graphic areas, further limiting Americans’ interactions
with Federal and State civil servants.

In addition, most Federal Government agencies
do not operate centralized, organization-wide recruit-
ment campaigns such as those commonly used by the
private sector and the military, though many agencies
conduct at least some targeted outreach based on their
recruiting needs.

*  As of December 2017, State Governments employed 5,164,000 work-
ers and the Federal Government employed 2,081,160 workers, includ-
ing full-time permanent, part-time, and temporary employees (and
not including postal and other government enterprise workers, whose
salaries are typically paid by customer revenue rather than tax dol-
lars) compared to 154,065,000 American workers in the labor force
writ large. See Office of Personnel Management, “FedScope: Federal
Human Resources Data”; “All Employees: Government: State Govern-
ment,” Federal Reserve Economic Data, updated September 6, 2019,
hetps://fred.stlouisfed.org/series/ CES9092000001; and “Labor Force Sta-
tistics from the Current Population Survey: Employment Level,” Bureau of

Labor Statistics, https://data.bls.gov/timeseries/ LNS12000000.

Because awareness is a precondition for aspiration,
low awareness of civilian employment opportunities in
Federal and State Government significantly limits the
number of individuals who aspire to public service. In a
2013 survey of college students, 5.7 percent of respon-
dents identified the Federal Government as their ideal
career, while 4.8 percent indicated State or local govern-
ment—compared to 21.8 percent who chose nonprofit
or teaching fields and 36.8 percent who preferred the
for-profit sector.”* This disparity may also be due, at
least in part, to the Federal Governments compensa-
tion and benefits packages, which are uncompetitive in
many occupational fields and unattractive to employees
who value career mobility."?

Aspiration toward a public service career may also
be complicated by the blurred lines between public- and
private-sector service. Contractors and grantees, which
include both for-profit and not-for-profit organizations,
perform many roles that are similar to those that are per-
formed or were previously performed by civil servants.

LEGISLATIVE HISTORY OF THE CIVIL SERVICE

The following major legislative actions created,

and subsequently shaped the development of, the
Federal civil service. Most major provisions have

not been substantially updated for many decades,
evidence of a system that is increasingly out of date
for managing a rapidly changing, modern workforce.

> Pendleton Act of 1883: Established the U.S. Civil
Service Commission to oversee a new hiring pro-
cess known as competitive examining, which was
designed to assess and select individuals applying
for employment with the Federal Government
on the basis of their qualifications rather than
political connections.'*®

> Classification Acts of 1923 & 1949: The 1923
Act established standard job categories and the
pay scale known as the General Schedule (GS),
a list of annual rates of basic pay that creates a
standard metric across Government in an attempt
to provide equal pay for equal work.' The 1949
reform heavily revised the GS classification and
pay systems and marked the last time Congress
robustly refined the system.
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> Civil Service Reform Act of 1978: Replaced
the Civil Service Commission with the Office of
Personnel Management (OPM), Merit Systems
Protection Board, and Federal Labor Relations
Authority and devolved some authority over
personnel matters from OPM to agencies.”° This
reform started the transition from centrally admin-
istered, standardized civil service examinations
to agency-designed candidate qualification and
assessment systems with oversight by OPM.

> Homeland Security Act of 2002: Established the
chief human capital officer (CHCO) position and
created the CHCO Council; granted direct-hire
authority, which enables agencies to hire qualified
candidates without completing a competitive
process; and authorized agencies to use alternative
ranking and selection procedures.’' These reforms
attempted to rectify problems with competitive
examining, shining light on the process’ inability to
elevate qualified candidates to meet hiring needs.
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Figure 6: Federal Employees as a Percentage of the Workforce, by State

Federal employees live and work throughout the Nation. In fact, several States far from Washington, DC, have a
higher share of Federal employees among their workforces as compared with the Nation as a whole.

>3%
2.5-2.99%
2-2.49%
1.5-1.99%
1-1.49%

<1%

Source: Current Employment Statistics: Employment, Hours, and Earnings — State and Metro Area [Federal Government Employment, Seasonally
Adjusted],” U.S. Bureau of Labor Statistics, September 2019, https:/Awww.bls.gov/sae/data/home.htm; and “Civilian Labor Force and Unemployment
by State and Selected Area,” U.S. Bureau of Labor Statistics, September 2019, https:/Awww.bls.gov/news.release/laus.tOl.htm#tlau_srd_tblfp.

Government contractors recruit heavily from college
campuses and attract many students from public affairs
and public policy programs—and those interested in
public service often enjoy greater success in obtaining
job offers from government contractors than from the
Federal Government.

Finally, negative rhetoric about public employees as
well as the belief that the Federal Government is a bad
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employer may also discourage individuals from pursu-
ing or remaining in public service jobs. For instance,
repeated Government shutdowns, in which the live-
lihoods of public servants are threatened as political
bargaining chips, undermine the stability traditionally
offered by civil service employment. These attitudes
may especially dissuade young people who are begin-
ning their careers from aspiring to public service.
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Americans who do aspire to public service find
many obstacles to gaining employment in a State or
Federal position, as access challenges form the most
formidable barrier to increasing Americans’ partic-
ipation in public service. Competitive examining,
the standard, merit-based hiring process for Federal
agencies, is too slow—with an average time-to-hire
nearly triple that of private industry—and often fails
to advance and hire highly qualified candidates.”
For many applicants, the experience of applying for
a job at a Federal agency differs substantially from
that at private-sector employers, and too frequently
those who may be most qualified are deterred by
bureaucratic requirements and processes. For hiring
managers, ineffective qualification and assessment
mechanisms often fail to deliver candidates that meet
agency needs. These problems are compounded by
the current application of veterans’ preference, which
in some cases allows an individual who was initially
rated as “minimally qualified” to move to the top of
the “best qualified” pool of candidates. According to
governmentwide OPM hiring data, more than half
of all competitive examining certificates are returned
without a hire being made—demonstrating the pro-
cess’ inefliciency and its systematic failure to elevate
qualified candidates.'”

A significant barrier to public service (especially
Federal public service) is the unwieldy application
process. I have used USAJOBS many times, and have
Sfound the process extremely complicated, easy to mess
up, and to take so long that even if I was offered my
dream Federal job, I would have already had to take

another position.” —Public Comment

The inability of the competitive process to reach
qualified candidates has directly contributed to the
proliferation of special hiring authorities for agen-
cies seeking exemptions from Congress and OPM.
Despite the Pendleton Act’s original intent to make
competitive examining the Federal Government’s pri-
mary hiring mechanism, in FY 2014 it accounted for
less than one-quarter of new hires.”® Instead, policy-
makers have dispersed more than 105 separate hiring
authorities unevenly across the Government to fill
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gaps in the personnel system and to help agencies meet
critical hiring needs.”” While these policies produced
short-term fixes, they also added to the complexity of
administering Federal hiring. Yet for agencies without
such hiring authorities and for individuals who lack the
specialized qualifications that the exemptions target, the
competitive process remains the only way for agencies
to meet hiring needs and would-be employees to join
the Government. Though the Federal Government has
longstanding separate hiring systems for students and
recent graduates, recent changes to these programs have
made them almost indistinguishable from the standard
competitive process—with all of its attendant prob-
lems—further undermining the ability of agencies to
attract new generations to public service employment.

Agencies are using exceptions to the standard
hiring process to fill 55 percent of their mission-
critical positions, and they are using just one-
Sifth—11 of 51—of the legal authorities available
to them to do so.”
—National Academy of Public Administration,

No Time to Wait, Part 2: Building a
Public Service for the 21st Century (2018)

Though current policies create serious barriers for
agencies seeking to meet their workforce needs, chang-
ing these policies alone would not be sufficient to achieve
a high-performing personnel system. Organizational
culture should also change—from the top down—to
promote strategic workforce development. Too often,
agency culture encourages a compliance-driven, siloed,
“someone else’s responsibility” attitude rather than a
talent-driven, whole-of-agency, forward-looking work-
force strategy. Despite being granted additional author-
ities by Congress and OPM, some agencies—due to
habit, fear of being out of compliance with the law,
insufficient capability within human resources (HR)
departments, and lack of interest and support from
agency leadership—restrict the use of such authorities
by HR staff and hiring managers.

The outmoded and inefficient nature of Federal
personnel systems is most clearly demonstrated by the
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An Environmental Protection Agency boat crew departs for
a debris sweep after Hurricane Sandy.

Government’s inability to compete for critical skills.
Specifically, the General Schedule’s rigid classification
and compensation system constrains the Federal Gov-
ernment’s capacity to recruit and hire individuals in
emerging specialties, as well as its ability to fully utilize
individuals with cross-disciplinary talent—such as tech-
nical acumen and aptitude for project management.'®
Congress and the Administration have started to address
these challenges by expanding direct-hire authority and
by creating new personnel systems for DoD and DHS
cybersecurity professionals. But unless more intensive
interventions are undertaken, underlying problems
with classification, hiring, promotion, compensation,
and benefits will continue to prevent agencies from
attracting and retaining the workforce they need to
accomplish their essential missions.

Preserving the status quo by failing to make broad
civil service modernization a legislative priority will
continue to impede the Government from accessing the
most capable talent, hamper its ability to carry out its
responsibilities to the public, and make future genera-
tions even less likely to view civil service as a valuable
and worthy endeavor. With just 6 percent of the Fed-
eral workforce under the age of 30 and more than a
third eligible to retire in the next five years, the Federal
Government has reached a critical juncture, and broad
changes to personnel policy and practice are necessary

to address systemic failures and meet national needs."
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With dedication and commitment from the
Nation’s leaders, comprehensive civil service person-
nel modernization is possible. Positive examples can
be found in State Governments, including Colorado,
Indiana, and Tennessee. Success on the Federal level
will depend on several factors: bipartisan cooperation
between Congress and the Administration; engage-
ment of key stakeholders, especially Federal employees;
and an approach that builds on areas with the greatest
potential for broad agreement.

The public service recommendations in this report
address both near-term, urgent problems and long-
term, structural issues. The first priority for policymak-
ers should be to improve existing personnel processes so
that agencies can function better now. At the same time,
the Government needs a realistic approach to replac-
ing those core aspects of the Federal personnel system
that are fundamentally flawed so that it can become a
competitive employer for any talent that agencies need.
Ultimately, it is the goal of the Commission, and should
be the goal of Congress and the President, to realize a
modern talent-management system that attracts and
retains a highly qualified public service workforce so
that the Government can fulfill its critical mission for
the American people.*

Findings and Recommendations

To increase Americans’ propensity to serve in pub-
lic service roles, policymakers should remove systemic
barriers to access. Specifically, the Commission encour-
ages Congress and relevant executive branch agencies to
reform Federal hiring, revamp hiring systems for stu-
dents and recent graduates, promote a high-performing
personnel culture, address critical-skills shortages,
increase competitiveness of benefits, and, ultimately,
develop a new personnel system.

Reform Federal Hiring

The challenges facing Government hiring are so
severe that GAO has identified strategic human capi-
tal management as an area of “high risk.”’® In partic-
ular, lack of adequate talent management has led to

While different levels of government share many similarities in their
structure and the challenges they face, the Commission, as a Federal
body, focused primarily on the Federal level in the belief that its findings
and recommendations could also inform improvements to State, local,
and Tribal personnel systems.
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Figure 7: Category Rating and Veterans'’ Preference in the Competitive Examining
Process

® VP10% ® VP N

RAd  Preference-eligible Preference-eligible Individual not
veteran, disability veteran, no service- preference-eligible
rating of 10% or higher connected disability

Applicant Pool

1. Qualification [ )
Applicants who do not meet the 10%

minimum qualifications for the
position description are removed

from the applicant pool. L
Preference-eligible
Veterans
2. Assessment Minimally Qualified Well Qualified Best Qualified
Applicants who meet minimum . ‘
qualifications are assessed into VP
three quality categories. 10%

3. Category Upgrade
. . Minimally Qualified Well Qualified Best Qualified
Veterans with a service-connected-
disability rating of 10 percent or higher . ’
who were originally assessed as
"Minimally Qualified” or "Well Quali- A
fied" are moved up to the "Best
Qualified" category. This process is
sometimes called "floating."
4. Selection HR presents the hiring manager with a certification list of applicants from the “Best Qualified”
category. The hiring manager must:
. Select a Conduct the pass-over process for Return the
Ll preference- each preference-eligible veteran, .or-  certification
L eligible documenting proper and adequate list without
veteran reasons why the veteran is unquali- making
fied or unsuitable before reaching a hire

nonpreference-eligible candidates

Sources: Benjamin Collins, Federal Government Employment: Vieterans' Preference in Competitive Examination (Washington, DC: Congressional
Research Service, July 2018), 5-9, https://crsreports.congress.gov/product/pdf/R/R44652; and Office of Personnel Management, Delegated
Examining Operations Handbook: A Guide for Federal Agency Examining Offices (Washington, DC: OPM, June 2019), Chapter 5, 1-25,
https://mww.opm.gov/policy-data-oversight/hiring-information/competitive-hiring/deo_handbook.pdf.
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“mission-critical skills gaps” that significantly contrib-
ute to 16 of the 34 other “high-risk” areas identified in
GAOs latest report.'®! For the Government to remain a
competitive employer, Congress, OPM, and individual
agencies should change the recruitment, application,
qualification, and assessment processes to more closely
mirror broader workforce practices and to enable agen-
cies to more accurately appraise candidates” credentials.

No discussion of hiring reform would be complete
without addressing veterans” preference and noncom-
petitive hiring authorities. Federal civil service law
specifies that veterans who meet certain criteria, such
as serving in a particular military campaign or experi-
encing a service-connected disability, receive preference
over other candidates within the competitive hiring
process.'®* Dating back to the Civil War, this preference
was instituted to offset economic loss experienced by
service members in comparison to their civilian coun-
terparts, to ease transition from military service back to
gainful employment in civilian life, and to honor the
Nation’s obligation and debt to veterans.

The Commission received a great deal of feedback
regarding the impact of veterans’ preference on the
hiring process. As currently employed in competitive
examining, veterans preference does not produce opti-
mal outcomes for veterans transitioning to civilian life.
Just as importantly, it undermines the merit system and
severely limits nonveterans’ ability to serve in Govern-
ment. Veterans' preference is not just a tiebreaker—
many preference-eligible veterans are automatically
categorized as highest qualified or best qualified, even
if they were originally assessed as minimally qualified.
Agency officials and public service experts alike agree
that this policy damages the hiring process and fre-
quently results in highly qualified nonveterans having
little chance of Federal employment, while also contrib-
uting to a lack of diversity at some agencies. Further,
many of the special hiring authorities that have emerged
are intended to get around veterans’ preference, thereby
increasing the complexity—and decreasing the fairness
and transparency—of the personnel system. The rec-
ommendations below would make veterans™ preference
work better for younger, recently separated veterans,
helping them to transition successfully to civilian life
by ensuring that they are entering Federal positions for
which they are a good fit.
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At the same time, the recommendations would
expand noncompetitive hiring authorities (that is, alter-
native hiring processes outside of competitive exam-
ining) to make it easier for agencies to hire veterans
without limiting their ability to access highly qualified
nonveteran talent. Proposed changes to noncompetitive
eligibility (NCE) attempt to make this hiring option
easier for individuals and agencies to understand and
use. These changes would enable the Government to
more uniformly capitalize on high-performing indi-
viduals participating in developmental programs and
to facilitate the return of high-performing employees
who left to pursue growth opportunities outside of the
Government. Collectively, the recommendations aim to
make hiring processes more seamless, help agencies bet-
ter meet their workforce needs, and promote a compet-
itive process that elevates the most capable candidates to
achieve the Government’s mission.

WHAT IS NONCOMPETITIVE ELIGIBILITY?

Noncompetitive eligibility (NCE) is a hiring option
that enables Federal agencies to appoint qualified
external candidates to civil service positions without
their having completed the competitive examining
process. NCE is granted for a limited time frame,
typically 12 months, to individuals who meet certain
requirements. Examples of people who receive NCE
include:

> Alumni of some national service programs,

> Participants in select Federal fellowship and
scholarship programs,

> Certain veterans, who may be hired using the
Veterans Recruitment Appointment, a form of
NCE, and

> Military spouses.

These individuals may be appointed—as long as
they are qualified—to any position in the Federal
Government before that position is open to appli-
cants from the general public.'®

The Federal hiring process cannot operate seamlessly
and deliver the talent that agencies need unless policy-
makers also maintain their focus on ensuring the success
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of ongoing efforts to modernize personnel-vetting sys-
tems. In April 2018, the Governments background
investigation inventory reached 725,000, including more
than 500,000 delayed clearances. On average, candidates
waited 534 days to receive a Top Secret clearance, with
some candidates waiting significantly longer.'** Though
applicants are excited by the prospect of contributing to
a meaningful mission, such a long wait period results in
many top candidates accepting other job offers and frus-
trates agencies attempting to attract the workforce they
need to achieve their missions. Revisions to the security
clearance, suitability, and credentialing protocols have
the potential to reduce both the friction between person-
nel hiring and onboarding processes and the time can-
didates must wait when accepting a new position with
the Government, receiving a promotion, or transferring
between agencies.

m The Commission recommends that

Congress and the President take steps

to improve and simplify the competitive
hiring process so that it is possible to
more efficiently and effectively hire
talented individuals by, among other
things, reviewing and substantially
revising USAJOBS, its interoperability with
outside vendors, and the way it functions
to facilitate hiring so as to make it easier
to attract and employ talent.

21a. Improve the job posting and
application processes.

>>  The Commission recommends that the
President direct the Director of OPM
and agencies to revise job descriptions,
add interoperability between USAJOBS
and third-party job boards, and accept
short, standard resumes for civil service
positions.

USAJOBS, the Federal Government’s website for
applying for civil service positions, needs an overhaul.
Applicants expect the process of learning about and
applying for Federal job openings to be straightforward.
Yet the job announcements produced by many Federal
agencies are unintelligible to job seekers who are not
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familiar with Federal personnel systems, and typically
they are not promoted on the third-party job sites used
by many highly qualified candidates. In addition, highly
qualified candidates who apply using a standard, one-
page resume are disadvantaged by review systems that
emphasize the presence of specific keywords rather than
a holistic assessment of an applicant’s qualifications.

“We did an analysis of what an application looked
like for a software engineer in the private sector at a
major company versus USAJOBS. The former was a
paragraph long, stated the mission, and had an easy
apply button. The USAJOBS [posting] was seven
pages long, and the description of what the job was,
was three-quarters of the way down the page.”

—FEddie Hartwig, U.S. Digital Service

21b. Transform how agencies assess
candidates for employment.

>>  The Commission recommends that
the President direct agencies to avoid
keyword-based resume reviews and
self-assessments and direct the Director
of OPM to issue guidance to require
agencies to involve hiring managers and
subject-matter experts in recruitment,
qualification, and assessment. The
Commission further recommends that
Congress appropriate funds to help agen-
cies adopt advanced assessment tools.

In many Federal agencies the candidate qualifica-
tion and assessment processes are fundamentally flawed,
allowing poorly qualified candidates to advance through
the hiring process. These failures occur despite the avail-
ability of better alternatives, such as involving hiring man-
agers and subject-matter experts—who are best prepared
to determine whether a candidate is qualified—in resume
reviews, as well as using validated online assessment tools,
such as those offered by OPM’s USA Hire system.

When applicants apply for Federal jobs, HR gen-
eralists typically review resumes and rate candidates by
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Figure 8: Example of a Federal Job Application Self-Assessment

This is a screenshot of a recently posted self-assessment questionnaire. Poorly qualified applicants can easily
game the system by answering “E” to this question and others like it, while many well-qualified candidates are

overlooked because they rate themselves honestly.

2. Assist in providing day to day oversight of multiple processes to define, establish, and manage process controls.

A. | have not had education, training, or experience in performing this task.

B. 1have had education or training in how to perform this task, but have not yet performed it on the job.

C. Ihave performed this task on the job. My work on this task was monitored closely by a supervisor or senior
employee to ensure compliance with proper procedures.

D. Ihave performed this task as a regular part of a job. | have performed it independently and normally without

review by a supervisor or senior employee.

» E. lam considered an expert in performing this task. I have supervised performance of this task or am normally
the person who is consulted by other workers to assist or train them in doing this task because of my expertise.

Source: USAJOBS.

searching the resumes for keywords in the job descrip-
tion. In some cases, software is used to automatically
match keywords and score resumes. These approaches
miss applicants with relevant skills and experience that
do not lend themselves to an exact keyword match; they
also advantage applicants familiar with the process who
craft resumes that closely mirror job descriptions.

Many agencies also rely on a candidate self-
assessment, which is not a valid method of evaluating
applicants. Many applicants mark “expert” on every
item, regardless of their actual qualifications, in order to
advance in the assessment process; and many highly qual-
ified applicants who attempt to rate themselves honestly
are rejected.

21c. Allow agencies to use the method
of selecting candidates that best
meets agency workforce needs.

>> The Commission recommends that the
President direct the Director of OPM to
implement the recently authorized, more
flexible, ranked-list assessment option,
allowing managers to select from top-
ranked candidates.

WWW.inspire2serve.gov

Current policy requires agencies to use category rat-
ing, even if another method authorized in statute would
better meet their workforce needs. Before this require-
ment was imposed, agencies used a process known as
“the rule of three:” candidates were assigned a numeric
rating during the assessment process, and hiring man-
agers could select from the candidates with the high-
est three ratings. While the “rule of three” process was
restrictive, some agencies preferred it to category rating,
which can result in large, unwieldy, and less-qualified
pools of finalists. Congress recently authorized a new
selection option, known as the “rule of many,” which
would allow agencies to use a numerical rating system
for candidates and then empower hiring managers to
select from a group of finalists using flexible criteria. For
example, finalists could comprise the top 10 candidates,
or all candidates with a score higher than 85. This sys-
tem could be more selective than category rating but
also more flexible than the “rule of three” method. Full
implementation of this new authority, along with clear
direction to agencies to use the selection method that
works best for them, could help agencies more effec-
tively meet their workforce needs.
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21d. Promptly notify applicants of key
milestones during the application
process.

>>  The Commission recommends that the
President encourage the Director of OPM
to direct agencies to notify applicants of
key milestones during the hiring process.

Agencies do not consistently notify job candi-
dates about their status in the hiring process.'®® Lack
of transparency frustrates applicants and discourages
them from continuing to engage with Federal job
applications.

21e. Streamline interagency transfers.

>>  The Commission recommends that the
President direct the Director of OPM to
assess barriers to interagency transfers
among competitive and excepted service
employees and take steps to streamline
such transfers.

Appointing current Federal employees to new
jobs in different agencies is unnecessarily difficult,
especially when the change is between different job
classifications or between excepted service and com-
petitive service positions. A streamlined process by
which agencies offer transfer opportunities to their
employees could help those agencies put the existing
Federal workforce to better use in meeting critical mis-
sion needs.

21f. Increase the use of term and
temporary appointments.

>>  The Commission recommends that
Congress amend existing law to enhance
the ability of agencies to use temporary
and term appointments to address short-
term needs.

Temporary and term appointments can facilitate
more flexible career paths and address short-term agency
needs—but they are often underutilized by agencies.
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ﬂ The Commission encourages Congress

and the President to promote

and facilitate the use of existing
noncompetitive hiring authorities that
are currently underutilized and that
would enhance the Government’s ability
to attract and retain talent.

22a. Increase agency use of
noncompetitive hiring systems.

>>  The Commission recommends that the
President direct the Director of OPM to
develop and agencies to use (1) stan-
dardized documentation for NCE and (2)
noncompetitive hiring rosters by agency
to allow candidates with NCE or Veterans
Recruitment Appointment (VRA) to identi-
fy agencies and career fields of interest.

>>  The Commission recommends that the
President direct the Director of OPM to
update USAJOBS to notify the hiring man-
ager immediately when a candidate with
NCE or VRA applies for a job posting.

>>  The Commission recommends that the
President issue an Executive order di-
recting agencies to eliminate policies that
restrict the use of noncompetitive hiring
beyond those required by statute or
OPM regulation, and to establish policies
that proactively encourage HR staff and
hiring managers to use available non-
competitive hiring authorities to efficient-
ly and effectively meet workforce needs.

Hiring managers lack effective, well-publicized sys-
tems to recruit and hire individuals with NCE or VRA.
While some agencies organize electronic job boards and
in-person job fairs for individuals with NCE, others
do not, and many individuals with NCE or VRA are
not aware of these recruiting opportunities.'®® Devel-
oping standardized documentation to serve as proof
of eligibility for individuals with NCE or VRA would
improve awareness of this hiring option and streamline
the hiring process. Well-publicized, easy-to-use systems
to enable such individuals to express interest in a certain
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agency or career field and make their resumes searchable
by hiring managers across the Government would help
connect promising candidates with agencies that need
their capabilities.

Currently, when individuals with NCE or VRA
apply to a competitive service job through USAJOBS,
hiring managers are not notified about their candidacy
until all other candidates have been assessed. This prac-
tice may unnecessarily delay the hiring process, since
agencies already have authority to hire qualified NCE
and VRA candidates without completing the com-
petitive process. Forwarding the resume to the hiring
manager immediately after an NCE or VRA candidate
applies could speed the hiring process and encourage
agencies to seek out these applicants.

Finally, many agencies limit their hiring manag-
ers use of noncompetitive hiring—not because of any
OPM or statutory requirements but because of internal
agency policies or preferences. A lack of information and
an overly cautious culture have caused some agencies to
underutilize these hiring options, resulting in unnecessary
delays for applicants. Clear direction to agencies to elimi-
nate policies that restrict the use of noncompetitive hiring
could encourage agencies to make best use of NCE and
VRA candidates to more efficiently meet workforce needs.

22b. Inform individuals with
noncompetitive eligibility about
how to utilize this status.

>>  The Commission recommends that the
President direct the CEO of CNCS, Director
of OPM, and Secretary of Defense to im-
plement training for individuals with NCE,
including national service alumni, alumni
of fellowship and scholarship programs,
and individuals with VRA.

Many individuals eligible for noncompetitive hir-
ing preferences are unaware of their eligibility and of
how to use it to obtain Federal employment. Providing
training for individuals through existing programs—
such as by updating the Transition Assistance Program
(TAP) for service members separating from the military
with information about how to use VRA to obtain a
Federal job—could encourage individuals to pursue
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public service and increase use of these hiring author-
ities to meet agency workforce needs.

22c. Expand the usability of direct-hire
authority.

>>  The Commission recommends that
Congress amend existing law to change
the criteria for granting direct-hire au-
thority to agencies so that agencies may
obtain direct-hire authority in case of a
shortage of “highly qualified” candidates.

>> The Commission recommends that the
President direct the Director of OPM to
modify regulations to allow agencies to
use direct-hire authority without con-
ducting a minimum-qualifications review
for every applicant.

Under current law, agencies may request direct-
hire authority if they can demonstrate a shortage of
candidates who meet minimal job qualifications. The
Department of Veterans Affairs (VA) already benefits
from a statutory exception that allows OPM to grant
direct-hire authority to VA if there is a shortage of
highly qualified applicants. Extending this provision
to all Federal agencies would help them meet critical
workforce needs with the most capable talent.

Separately, once an agency has been granted direct-
hire authority and has selected a qualified candidate, it
must still conduct a review of all other candidates to
determine whether they meet minimum qualifications
for the position. This is a wasteful and unnecessary pro-
cess that negates the purpose of direct-hire authority—
to meet critical workforce needs in an expedited time
frame. Removing this requirement would help agencies
reduce time-to-hire and better compete for top talent.

E The Commission recommends that

Congress update hiring preferences
and noncompetitive eligibility.

23a. Modernize veterans’ preference.

>>  The Commission recommends that
Congress amend existing law to change
veterans' preference within competitive
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examining to a tiebreaker between
equally qualified candidates.

>>  The Commission recommends that
Congress amend existing law to limit eligi-
bility for veterans' preference to individ-
uals who are not employed by a Federal
agency and Federal employees within two
years of their first use of the preference.

>>  The Commission recommends that
Congress amend existing law to establish
a 10-year time limit, beginning upon sep-
aration from the military, for preference-
eligible veterans to use veterans’
preference.

The current application of veterans’ preference within
competitive examining produces suboptimal outcomes
for both hiring managers and young veterans. The float-
ing of minimally qualified preference-eligible veterans to
the top of the best qualified list results in hiring managers
being forced to choose between hiring an individual who
is a poor fit for the job, conducting a lengthy pass-over
process for each poorly qualified preference-eligible vet-
eran in order to reach a qualified candidate, or simply
returning the certification list without making a hire.
Thus, the current application of veterans preference
routinely prevents agencies from hiring highly qualified
candidates to meet their workforce needs.

YOUNG ADULTS’ VIEWS ON

VETERANS' PREFERENCE

A 2019 survey polling U.S. residents, ages 18 to

29, found that 12 percent of respondents felt that
veterans should receive preference over better
qualified nonveterans, as is currently done in
Federal hiring; 44 percent of respondents believed
that veterans' preference should be applied only as
a tiebreaker between equally qualified candidates;
and 18 percent of respondents believed that vet-
erans should not receive any preference in Federal
hiring.'®”

Agencies typically implement competitive hiring
in ways that strongly favor years of experience over
other evidence of qualifications. Therefore, younger,
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recently separated veterans of the wars in Iraq and
Afghanistan have difficulty competing against older
preference-eligible veterans with more work experience.
In addition, preference-eligible individuals who have
already transitioned from military to Federal civil ser-
vice may continue to use their preference during agency
transfers and promotion (for positions open to the pub-
lic) for the rest of their careers. This policy limits con-
sideration of transitioning veterans who are using their
preference for the first time and prevents agencies from
accessing and promoting highly qualified nonveteran
talent. For agencies that attract many veteran appli-
cants, the inability to access nonveteran talent poses
challenges for attracting a workforce encompassing
diversity of background, thought, and experience, par-
ticularly as the veteran population is disproportionately
male in comparison to society at large.

The Government’s hiring model should preserve
the original intent of the civil service system—to bring
the most capable talent to public service. Hiring an
individual who is a poor fit for the job does not benefit
the agency, the public, or the individual—especially
a veteran transitioning to civilian life. A modernized
preference system would empower agencies to hire
highly qualified, preference-eligible veterans for their
formidable skills and substantial experience—gained
in part through taxpayer investment—thereby con-
tributing to achieving the agency’s mission for the
American people.

23b. Standardize and extend
noncompetitive eligibility.

>>  The Commission recommends that
Congress authorize 12 months of NCE
for successful completion of federally
sponsored internships, scholarships,
and fellowships; grant 36 months of NCE
to all full-time AmeriCorps alumni and
Returned Peace Corps Volunteers; and
extend VRA to 10 years after separation.

>>  The Commission recommends that
Congress authorize NCE for select
high-performing and qualified civilian
employees who leave the Government,
allowing them to return at a higher grade.
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Fewer than half of federally sponsored (that is,
funded by Federal agencies) internships, fellowships,
and scholarships currently grant NCE or noncompet-
itive conversion (NCC), and many interested, highly
qualified, and vetted individuals leave public service
because agencies are unable to hire them. National
service members similarly cultivate skills and experi-
ence that prepare them for careers in public service,
but very few national service programs grant NCE
to participants. Because current hiring authorities
do not encourage employees to blend Federal agency
and private-sector experience, many talented employ-
ees have no pathway to return with more experience
and instead choose to leave the Government perma-
nently. Finally, VRA provides a broad noncompetitive
authority under which recently separated veterans
may be hired. However, it often remains underused
because many veterans do not know about their eli-
gibility or fail to apply for a Federal job within three
years of separation—a time span when many young
veterans are instead using their GI Bill benefits to
attend university.

WHAT IS NONCOMPETITIVE CONVERSION?

Noncompetitive conversion (NCC) allows an agency
to convert a full-time temporary or term position—a
yearlong fellowship, for example—into a longer
term or permanent position without opening that
position to applications from the public. This tool is
largely used to allow Pathways Interns and Recent
Graduates, as well as Presidential Management
Fellows, to take full-time, competitive positions after
they have met all the program requirements.'®8

23c. Streamline preference-eligibility
determinations within the hiring
process.

>>  The Commission recommends that
Congress amend existing law to require
that eligibility for preferences be deter-
mined centrally by OPM rather than in
a decentralized manner by each agency
during every hiring process.

WWW.inspire2serve.gov

Agency HR staff expend substantial time man-
ually redetermining eligibility for hiring preferences
every time an individual applies for a Federal job,
rather than relying on electronic verification systems
or a single manual determination when a USAJOBS
profile is created or updated with new documenta-
tion. Better systems that automate this determination,
when possible, and enable a determination to be used
for multiple applications would speed up the hiring
process while providing better opportunities for appli-
cants to confirm their eligibility for veterans’ prefer-
ence or NCE.

Revamp Hiring Systems for Students and
Recent Graduates

The Federal Government offers an array of fel-
lowships, scholarships, and specialized pipelines for
students, recent graduates, and rising professionals to
enter the Federal workforce because they are unlikely
to succeed in the competitive examining process, which
favors more experienced candidates. These programs
often take advantage of their reputations as prestigious
leadership-development opportunities to attract highly
qualified individuals with critical skills. Nevertheless,
too few qualified recent graduates consider and have
access to public service employment at a time when
high percentages of employees at many local, State, and

Federal agencies are eligible to retire.'®

“[T]he [Federal] information technology
workforce has five times as many employees

over age 60 than under 30. Meanwhile, it is

not uncommon in Silicon Valley firms for the
numbers of employees in their 20s to exceed 50
percent. Clearly the Federal Government is failing
abysmally in attracting the next generation.”

—DMax Stier, Partnership for Public Service

Altogether, the Commission identified an estimated
20,000 federally sponsored internships, fellowships,
and scholarships—many are unpublicized, and less

than half currently grant NCE or NCC. Without NCE
or NCC, and without clear guidance to agencies and
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participants on how to effectively utilize them, agencies
are typically unable to hire these participants.

“New hires of student interns fell from about
35,000 in 2010 to 4,000 in 2018.”

—President’s FY 2020 Budger (2019)

The Pathways Programs face similar challenges. The
Internship Program is separated into long- and short-
term opportunities, and only long-term interns are
typically eligible for conversion to permanent employ-
ment after meeting stringent requirements; the Recent
Graduates Program is generally available to those who
have graduated within the past two years or will soon
graduate; and the Presidential Management Fellows
(PMF) Program—often considered the Government’s
most prestigious fellowship for young professionals—
frequently fails to retain its participants in the Federal
workforce."”’ Eight years after the implementation of
the Pathways Programs, student interns hired by Fed-
eral agencies shrank to just 11.4 percent of their 2010
level, while appointments of veterans through Pathways
more than quadrupled from FY 2010 to FY 2014.""

The inability of talented candidates to succeed
in the competitive process has caused many agencies
to withdraw from active recruitment on college cam-
puses. After years of struggling to hire students through
the Internship Program, agencies without special hir-
ing authorities have scaled back such programs.'”?
Recognizing the systemic challenges that the Federal
Government faces in hiring students and recent grad-
uates, Congress included a governmentwide direct-hire
authority for recent college graduates in the FY 2019
NDAA.'”? The new authority could be an effective tool
for the Federal Government to obtain early career tal-
ent, but the restrictive cap on the authority undermines
its efficacy. Agency officials assert that the new authority
is essentially unusable because the restriction effectuates
a limit of zero hires for many agencies.

Finally, given the high cost of postsecondary educa-
tion and increased levels of student debt, many recent
graduates are pressured to pursue careers in which they
can earn a higher income. Because of complications sur-
rounding the application process for the Public Service
Loan Forgiveness Program, the U.S. Department of
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Education has approved less than 1 percent of requests
for loan forgiveness.'”* This and other loan repayment
plans offered by individual agencies are important ways
to incentivize public service and ensure that all Amer-
icans interested in pursuing civil service careers are
financially able to do so.

Taken individually and together, these failures
prevent highly qualified and skilled individuals from
joining or remaining in public service. The recommen-
dations below seek to improve and add pipelines for
students and recent graduates in order to diversify the
workforce and meet critical needs.

ﬂ The Commission encourages the

President and Congress to take steps

to improve access to public service
employment, and in particular to
improve the process for recruiting and
hiring students and recent graduates
both by better positioning agency
officials to engage in effective recruiting
and hiring when students are looking

for jobs and by promoting additional
pathways to service through internships.

24a. Improve the Pathways Internship and
Recent Graduates hiring programs.

>>  The Commission recommends that
Congress improve governmentwide
hiring authorities for students and
recent graduates.

>>  The Commission recommends that the
President direct the Director of OPM to
streamline internship and recent-
graduate hiring programs.

Programs for Title 5 agencies to hire student interns
and recent graduates have historically operated through
Executive orders.* Explicit statutory direction from Con-

*  The Pathways Programs were created in 2010 by Executive Order 13562,
replacing earlier internship and recent-graduate hiring programs. Under
the Pathways Internship Program, students work as short-term, paid
employees of Federal agencies with the potential to be converted to per-
manent employees upon completion of a postsecondary degree and other
requirements. The Pathways Recent Graduates Program allows recent
college graduates to be hired for a trial period before being converted to
permanent employment.
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gress would be useful and potentially necessary to prompt
OPM and other agencies to prioritize the creation of an
effective system for hiring students and recent graduates.

The Pathways Internship Program unnecessarily
restricts the vast majority of Federal interns from quali-
fying for NCE and stipulates onerous requirements for
converting interns to permanent employment, which
together inhibit the program’s utility and effectiveness
for recruiting students and recent graduates into the
Federal workforce. Further, lack of strategic workforce
planning also undermines agencies’ ability to recruit the
most capable young talent.

24b. Pilot new hiring programs for critical
skills.

>> The Commission recommends that
Congress authorize the Director of OPM
to allow agencies to conduct a demon-
stration program that would allow the
use of new reform authorities to hire
students and recent graduates in areas
of critical skills, as identified by the
Council on Military, National, and Public
Service, into the new internship program
or directly into positions identified by the
agencies as critical.

Demonstration authority would greatly expand
the ability of agencies to craft hiring programs that can
quickly fill critical-skills shortages while also improving
the demographic diversity of their workforces.

24c. Pay all Federal Government interns.

>>  The Commission recommends that
Congress pass legislation to require that
all Federal Government internships be
paid.

Because many Federal internships, such as within
some congressional offices and at agencies that have
authority to accept voluntary services, remain unpaid,
these opportunities are limited to those Americans who
have alternative means of financial support. Requiring
Federal interns to be paid—while maintaining an excep-
tion that allows unpaid work for students who receive
college credit for their internship—would expand the
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socioeconomic diversity of interested applicants and
interns and improve competitiveness with private-sector
internships.

24d. Make a technical correction to
existing direct-hire authority for
students and recent graduates.

>>  The Commission recommends that
Congress increase the statutory cap on
the direct-hire authority for students and
recent graduates.

An error in the statutory language calculating the
cap for agencies undermines the new governmentwide
direct-hire authority for students and recent graduates by
effecting a cap of zero for many Federal agencies. Estab-
lishing a realistic, functional cap so that agencies can use
this authority as Congress intended would offer hiring
officials an additional tool to appoint students and recent
graduates on an expedited basis, complementing the
above proposals to revamp the Pathways Programs.

24e. Streamline and expand fellowship
and scholarship programs.

>>  The Commission recommends that
Congress establish a Federal Fellowship
and Scholarship Center, within OPM and
supervised by the Council on Military,
National, and Public Service, to admin-
ister, streamline, and expand fellowship
and scholarship programs across the
Government and to promote fellowship
and scholarship programs, particularly in
areas of critical need to the Nation.

The inability of many agencies to hire their
high-performing fellowship and scholarship participants
to permanent positions defeats the purpose of these pro-
grams. In addition, agencies cannot easily create or mod-
ify fellowships and scholarships to support their evolving
workforce needs. The Federal Fellowship and Scholar-
ship Center would have authority to approve, promote,
and facilitate agency-funded fellowship and scholarship
programs across the Federal Government; would oper-
ate a website portal for potential applicants with infor-
mation on all Federal agency fellowship and scholarship
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programs; and would grant NCE to fellowship and
scholarship participants. This new approach would help
agencies align fellowship and scholarship programs with
changing workforce needs to attract to public service a
new generation of Americans with critical skills.

24f. Revitalize the Presidential
Management Fellows Program.

>>  The Commission recommends that the
President revitalize the Presidential
Management Fellows Program by de-
volving responsibility to agencies and
establishing a separate track for fellows
with a technical focus.

The PMF Program is failing to achieve its stated
aims of developing and placing young leaders in civilian
employment and is instead often criticized for placing
only about half of PMF finalists every year, despite
its intensive application process. Moreover, despite
being advertised as a prestigious leadership program,
with unique positions in which fellows can develop
cross-functional knowledge and solve problems, it is
typically used to fill positions that might otherwise
be handled through the normal competitive hiring
process. Its revitalization would devolve responsibil-
ity for the PMF Program from OPM to agencies and
would include two separate tracks, one for leadership

R A
—

7

7

4
) =
) /Ii f

g

J

A National Park Service ranger leads an education
program at Cuyahoga Valley National Park in Ohio.

76

development and one targeted at technical skills. OPM
would act as an advisory and facilitating agent while
empowering hiring agencies to craft positions of worth
for themselves and for the fellows.

24g. Establish new postsecondary
education pipelines to public
service.

>>  The Commission recommends that
Congress authorize and appropriate
funds to OPM and other agencies to
support a Public Service Corps, similar
but not identical to the Reserve Officers’
Training Corps and in partnership with
universities and other levels of govern-
ment, that awards scholarships and
provides special coursework to partic-
ipants in exchange for a public service
commitment.

>>  The Commission recommends that
Congress authorize and appropriate
funds to the military service academies
to bring in a cohort of public service
cadets or midshipmen who would be
subject to the same five-year service
commitment, but in public service rather
than in military service, at a Federal agen-
cy in a civilian capacity. The number of
public service cadets should represent at
least 5 percent of the total incoming class
at each academy, with no corresponding
decline in enrollment of military cadets
or midshipmen.

Current avenues for young talent to enter the Federal
workforce are insufficient and ineffective, and agencies
now face a demographic imbalance in their workforce.
Military service academies and ROTC programs deliver
a steady stream of talent into the military’s ranks each
year and have proved successful in developing leader-
ship among the military’s junior officer corps. Creating
similar pipelines for the Government could help reduce
current workforce imbalances and encourage agencies
to engage in more long-term, strategic workforce devel-

opment. Establishing a Public Service Corps alongside
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ROTC programs and integrating a cohort of public ser-
vice cadets at military service academies would mitigate
the growing civil-military divide among American youth
and promote service more broadly. Such programs would
also enable Federal-agency sponsors to get an early start
to the clearance process so that students are eligible to
serve upon graduating.

ARIZONA STATE UNIVERSITY’S

PUBLIC SERVICE ACADEMY

Founded in 2015, the Public Service Academy at
Arizona State University (ASU) educates undergradu-
ates for careers in public service. Incoming freshman
enter the Academy and choose the Reserve Officers’
Training Corps (ROTC), the Next Generation Service
Corps (NGSC), or the Veterans Scholars Program.
Each track is intended to lead purpose-driven stu-
dents to service-oriented careers. Participants can
select any major and earn a certificate in cross-sec-
tor leadership; serve in internships at government,
for-profit, and nonprofit employers; and complete
service requirements within the university. The
NGSC and ROTC programs work closely together in
order to showcase that “civilian service and military
service are really just two sides of the same coin.””®
ASU envisions a future in which a network of public
service academies at universities across the Nation
prepare their students for and offer a clear pathway
to a career in service.

24h. Establish a Public Service Academy
grant program.

>>  The Commission recommends that
Congress establish and appropriate funds
for a competitive grant program for 50 in-
stitutions of higher education to establish
public service academies. Grants would
provide funding over four years, covering
75 percent of the full operating costs in
year one, 50 percent of the operating
costs in year two, 50 percent of the oper-
ating costs in year three, and 50 percent
of the operating costs in year four.
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For universities without a Public Service Corps, the
Public Service Academy grants could facilitate programs
that provide similar educational and experiential oppor-
tunities and support the development of public service
leadership training more generally, without agencies
selecting students or providing scholarships for service
commitments.

Promote a High-Performing Personnel
Culture

Many of the public service challenges and pro-
posed solutions discussed above concern issues of
policy—insufficient authorities or barriers in statute
or regulation that prevent agencies from meeting their
workforce needs. But just as important is the culture
within agencies—for example, whether agencies make
full use of existing authorities, whether HR staff work
closely with subject-matter experts and hiring man-
agers at all stages of hiring, and whether building a
workforce pipeline and investing in the training and
career development of the existing workforce are pri-
orities for staff across agency functions. Developing
strong competency standards, initial training, and
continued professional education for HR staff—and
just as importantly, robust training on the Federal per-
sonnel system for hiring managers, interviewers, and
other non-HR staff who participate in recruiting, hir-
ing, and performance management—could facilitate
a culture in which strategic human capital manage-
ment becomes a whole-of-agency effort. Addressing
these matters in large part requires leadership from the
agency head and senior management.

Some agencies, or parts of agencies, have developed
a productive culture and use existing authorities to meet
workforce needs. Others struggle in this area. While
the culture at an agency cannot be changed directly
by a statute or regulation, policymakers could set the
expectation that all agencies achieve a high-performing
personnel culture by offering resources, conduct-
ing oversight, and removing barriers. The following
approaches would provide agencies with tools, goals,
resources, and motivation to elevate personnel culture
from a siloed HR issue to an agency-wide imperative
that includes all hands.
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E The Commission recommends that

Congress and the President emphasize
the importance of strategic workforce
planning, which should be prioritized
and more effectively facilitated by, in
particular, agencies and departments
emphasizing more strongly the
importance of personnel management
skills for supervisors; promoting the
development of human resources staff
and the involvement of subject-matter
experts in recruitment, qualification, and
assessment; and making the best use of
all available hiring authorities and other
legal and regulatory options to meet
their workforce needs.

25a. Elevate the human resources
function.

>>  The Commission recommends that
Congress direct the Chief Human Capital
Officers Council to establish competency
standards for HR specialists, including
technical knowledge, analytics, and col-
laborative skills.

Human resources is a critical function that requires
highly capable employees; yet governmentwide stan-
dards for hiring and evaluating HR employees do not
exist, and agencies and OPM do not provide sufficient
training for HR staff. Setting clear competency stan-
dards would help establish a foundation for elevating
the HR profession within the Government and would
affect hiring, allocation of funds for employee train-
ing, and the strategic role performed by HR within
agencies.

25b. Encourage agency heads to
prioritize talent management.

>>  The Commission recommends that the
President require each Federal agency
head to identify and/or appoint one or
more individuals within the Federal agen-
cy to develop a workforce plan.
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Many agencies have developed a culture in which
HR is discouraged from using all available hiring
authorities and from involving subject-matter experts
and hiring managers throughout the hiring process,
thereby limiting the agency’s ability to meet workforce
needs. What is required—and in many cases lacking—
is leadership and accountability from the top of the
agency to prioritize necessary transformations in cul-
ture and operations in order to meet agency workforce
needs. Crafting and updating a workforce plan that
identifies hiring, retention, and reskilling goals and doc-
uments progress with periodic updates would provide
agency-wide direction for talent management, as well as
offer a mechanism for accountability and oversight by
OPM, OMB, and Congress.

25c. Increase agencies’ public
communication about their mission.

>>  The Commission recommends that the
President direct Federal agencies to
communicate with the public in order
to increase public awareness of their
mission and inspire the next generation
to serve. To accomplish these ends, the
Commission further recommends that
the President direct Federal agencies
to designate a reasonable percentage
of appropriated funds for the purpose
of promoting service with the agen-
¢y, informing the public about agency
activities, and recruiting aspiring public
servants, and that Congress enact legis-
lation to provide Federal agencies with
the authority to engage in robust public
communication about their mission.

Agencies’ efforts to increase public awareness of
their mission and to inspire the next generation to serve
may be hampered by longstanding appropriations riders
that prohibit the use of Federal funds for “publicity or
propaganda.”'’® Clarifying that agencies are not prohib-
ited from educating and informing the public about
their activities, mission, and opportunities for public
service could help inspire a new generation of Ameri-
cans to seek civil service employment.

National Commission on Military, National, and Public Service
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-
SaNoabh’s Story

As a young Native American woman from the Turtle Mountain Indian Reservation
in North Dakota, the idea of serving never really occurred to me. That is, it was
my assumption that one had to enlist in the military in order to serve. | have
realized that service can take many forms. What's more, | came to realize how
immediate the need is for young adults to serve. Service in my life has taken

the form of obtaining an education and garnering professional experiences

that will allow me to dedicate my career to serving my Tribal community. My

goal is to become a medical doctor who will work for Indian Health Service—the
Federal health program for American Indian and Alaska Native communities.

The very notion of serving in this capacity is what motivates me to keep

moving forward with my education. My career aspirations serve not only

myself and my community but lend to the legacy of service that makes America the country that it is.

J

Address Critical-Skill Challenges

Federal agencies especially struggle to hire workers
with critical skills through existing personnel systems.
Basic aspects of the General Schedule are out of date—
for example, the classification system has no place for
data scientists—even as technology and industry stan-
dards rapidly progress."”” At the same time, the Federal
Government’s compensation and benefits packages
are uncompetitive for many occupations, especially
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for employees who value career mobility."”® Finally,
the most-sought-after individuals are often actively
pursued by private companies and rarely spend time
searching USAJOBS. It is highly revealing and worry-
ing that in FY 2018 more than 85 percent of National
Aeronautics and Space Administration (NASA)
vacancies for scientists and mathematicians received
fewer than three qualified—not best qualified—appli-
cants.'”” For these reasons, the Federal Government is
unable to attract and retain individuals with the skills
needed for it to succeed now and in the future. The
Government should critically evaluate how its benefit
structure and hiring practices have underperformed
and should consider new ways to promote entry into
areas of critical need.

WWW.inspire2serve.gov

“NASA’s ‘best and brightest minds’ do not perform
predictable, repetitive work; in spite of this, almost
100 percent of NASA's workforce is bound by Title
5's definition of jobs/occupations and pay rules,
which are rigid, antiquated, and seniority-based
and no longer fit today’s business model and the
actual world of work, let alone the future of work.”

—Elizabeth Kolmstetter, NASA

To attract and retain high-skill individuals, the
Government requires modernized hiring platforms,
competitive pay and benefits packages, and a work envi-
ronment that aligns with industry expectations. Pol-
icymakers have attempted to address these challenges
with direct-hire authority, critical pay authority, and
specialized personnel systems, but these approaches do
not apply uniformly to all agencies or across all needed
skillsets. These existing efforts form a base that could
be modernized and extended to agencies with similar
occupational needs. The recommendations below aim
to make the Government more agile, competitive, and
forward-looking.
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ﬂ The Commission encourages the
President and Congress to take steps
to address the current shortage in
Federal-agency health care professionals
by streamlining the hiring process
and the process for obtaining certain
health-related skills and licenses and
by promoting appropriate portability of
such licenses.

Y748 The Commission recommends that
Congress and the President support
agencies and departments in improving
the hiring process and the compensation
options for cybersecurity, information
technology (IT), and science, technology,
engineering, and mathematics (STEM)
professionals with high-demand talent; in
developing and maintaining high-demand
skills in the existing Federal workforce;
and in improving the work environment
within the Federal Government so that
it more effectively accommodates the
needs of such employees.

Source: NASA

Students greet a NASA astronaut after a presentation
about her International Space Station experience.
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27a. Extend special authorities to attract
and retain cybersecurity workers.

>>  The Commission recommends that
Congress authorize every Federal agency
to adopt the Cyber Talent Management
System, the special personnel system
for civilian cybersecurity professionals
managed by DHS.

All agencies need cybersecurity workers, but
special hiring authorities for cybersecurity are not
consistently available to all agencies.* Extending an
existing model to all agencies would harmonize this
aspect of the personnel system across the Government
and allow all agencies to compete effectively for high-
demand cybersecurity talent.

27b. Reskill the Federal workforce.

>>  The Commission recommends that
Congress and the President invest in up-
grading the skills of the existing Federal
workforce.

The Federal Government has not invested enough
in maintaining and increasing the cybersecurity and IT
skills of current employees. In 2019, the Administra-
tion initiated a promising pilot program to reskill cur-
rent Federal employees not working in the IT field to
become cybersecurity analysts.'® The outcomes of these
programs could inform future investments in similar
approaches within agencies and across the Government.

Congress has routinely acknowledged the limitations of the 70-year-old
General Schedule by creating specific carve-outs that extend increased
flexibility over hiring, training, assignment, performance management,
and compensation so affected agencies can more successfully attract talent
and manage their workforces. At least 200 separate authorities can be used
to hire Federal employees. Some hiring authorities apply only to specific
agencies, such as the Transportation Security Administration or the Fed-
eral Aviation Administration, or specific occupational fields such as health
care, defense acquisitions, or attorneys. Others relate to a specific group of
individuals, such as veterans, students and recent graduates, or people with
disabilities, or exist to overcome critical hiring shortages.

National Commission on Military, National, and Public Service
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27c. Use all available means to maintain
a sufficient cybersecurity and IT
workforce.

>>  The Commission recommends that the
President direct that an appropriate por-
tion of the evaluations for chief informa-
tion officers (ClOs), chief human capital
officers (CHCOs), and agency heads be
based on their ability to utilize all avail-
able authorities to recruit and retain IT
professionals for their agency.

Federal agencies do not sufficiently involve cyber-
security and I'T subject-matter experts and hiring man-
agers in the recruitment, qualification, and assessment
processes when hiring technical talent. The U.S. Digital
Service has partnered with the Department of Health
and Human Services and the Department of the Inte-
rior to demonstrate best practices for making full use
of existing flexibility within competitive examining to
hire technical talent, yet cultural barriers prevent many
agencies from taking full advantage of these best prac-
tices. Holding agency leadership accountable through
a new performance metric could help change the cul-
ture and thus spread the use of more effective personnel
practices and work environments.

27d. Pilot a Federal Civilian Cybersecurity
Reserve.

>>  The Commission recommends that
Congress authorize and appropriate
funds to create a Civilian Cybersecurity
Reserve pilot program.

Agencies with a cybersecurity mission cannot
quickly expand the civil service workforce with the
technical skills, unique platform knowledge, and
appropriate clearance needed in an emergency. Yet
recent state-sponsored cyberattacks against OPM'’s
security clearance database, U.S. weather system satel-
lites, and U.S. election systems demonstrate the daily
threats posed to Government entities in cyberspace
and their far-reaching consequences. A reserve program
that permits agencies to call up cybersecurity experts
could ensure additional cyber capacity at times of
greatest need. By building the reserve program around

WWW.inspire2serve.gov

cybersecurity experts who have left Government service
for other opportunities, the program would also help
the Government to maximize the value of taxpayer
investment in developing their expertise.

Increase Competitiveness of Benefits

The benefits package for newly hired Federal
employees includes Federal-agency contributions to
retirement, health insurance, and life insurance. The
retirement plan has two components: (1) the Federal
Employees Retirement System (FERS) defined-benefit
pension and (2) the Thrift Savings Plan (TSP)
defined-contribution retirement plan, which resembles
a 401(k) plan. Federal employees may enroll in supple-
mental benefits, such as dental insurance or a flexible
spending account for health care, at their own expense.

In general, the Federal benefits plan emphasizes
deferred compensation and is most valuable for work-
ers who spend most or all of their careers as Federal
employees. It is less competitive for workers who seek
career mobility, since a substantial portion of retirement
benefits are not portable and may have limited value for
workers with short terms of Federal employment.

“We need to preserve Federal benefits and
retirement security, while bringing our package
more in line with the current job market. . . . The
Federal retirement pension is a great benefit, but it
is probably not as valued compared to a TSP/401 (k)
contribution scheme because it is not as mobile when
switching employers, and millennials seem to move

Jjobs more than anyone.” —Public Comment

Federal retirement benefits, in particular, are also
relatively expensive. The Congressional Budget Office
projects that Federal civilian employees hired in 2018
will contribute an average of 12 percent of their sala-
ries to Federal retirement benefits (including FERS and
TSP), and agencies will contribute another 15.5 per-
cent of workers’ salaries during their careers to finance
these benefits.”®! Because the employee contributions
reduce current take-home pay, heavy reliance on them
also reduces the competitiveness of cash compensation.
An updated benefits design that incorporates options
that are increasingly common among private-sector
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employers and allows individuals to prioritize short-
term value may attract more individuals—especially

those with high-demand skills—to Federal service.

m The Commission recommends that the
President and Congress create additional
flexibility in the benefits packages
for Government employees to better
compensate and recruit individuals who
do not foresee career-long employment
with the Federal Government and
furthermore take steps to improve
employees’ understanding of the benefits
available to them.

28a. Improve and update benefits for
Federal civilian employees.

>>  The Commission recommends that the
President direct the Council on Military,
National, and Public Service to create an
advisory committee, with representatives
from various stakeholders, that would
review and develop recommendations
on how to improve and update benefits
for Federal civilian employees to meet
the needs of the future workforce.

>>  The Commission recommends that
Congress authorize OPM to offer a new
benefit option for newly hired, non-public
safety, Federal civil service employees with
fully portable retirement benefits, flexible
time off, paid parental leave, and compre-
hensive disability-income insurance.

>>  The Commission recommends that

Congress establish a cafeteria plan for
certain Federal employee benefits.

The FERS pension is a poor value for employees
who serve fewer than 20 years.'®? Moreover, the Federal
Government has not kept up with competing employ-
ers in offering other benefits, such as disability-income
insurance." Developing a new benefit option that
addresses these changes in the workforce and com-
petitive landscape—and that incorporates the needs
of various agencies and stakeholders—would enable
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agencies to compete more effectively for talented indi-
viduals who value career mobility.

In addition, under current policy, Federal agen-
cies contribute to some benefits—including life insur-
ance—but not to others, such as dental insurance.
Some employees might prefer to use the agency con-
tribution for benefits other than life insurance. Incor-
porating a cafeteria plan within the benefits package
would enable Federal employees to redirect agency con-
tributions toward the supplemental benefits—such as
dental insurance, vision coverage, and flexible spending
accounts—that they value most.

28b. Treat alumni of Federal service
corps equally with regard to pension
credit.

>>  The Commission recommends that
Congress authorize Federal employees
who are alumni of service corps operated
by Federal agencies the option to pur-
chase FERS pension service credit.

FERS policies apply inconsistently to alumni of
Federal-agency-operated national service programs.
AmeriCorps VISTA and Peace Corps alumni who
become Federal employees may obtain FERS pension
service credit by making a payment to the Treasury to
cover the employee contribution, but alumni of other
AmeriCorps programs, such as NCCC and FEMA

Corps, cannot.'®

28c. Improve communication and data
collection regarding benefits.

>>  The Commission recommends that the
President direct the Director of OPM to
include an estimated benefits statement
with all Federal-agency job offers and to
send it to all Federal employees on an
annual basis.

>>  The Commission recommends that
the President direct the Director of
OPM to improve data collection on
agency-specific benefits and on Federal
employee views regarding current and
potential new benefits.

National Commission on Military, National, and Public Service
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Benefits represent a substantial portion of com-
pensation for Federal employees, yet prospective hires
may not realize their importance. Such ignorance
about benefits may make Federal employment seem
less competitive than it truly is. In addition, poli-
cymakers lack sufficient data on the use of existing
optional benefits within agencies, as well as on the
opinions of Federal employees about current and
potential new benefits.

28d. Maintain competitive benefits for
emergency response and public
safety officers.

>>  The Commission recommends that
Congress and the President preserve
competitive benefits structures for
emergency response and public safety
officers, commensurate with their job
requirements and their responsibilities
to the public.

Sometimes—perhaps unintentionally—policymak-
ers have changed employee benefits in ways that make
them less competitive. For example, changes by the
city of Memphis made the retirement benefits for law
enforcement officers and firefighters much less valu-
able than those offered to public safety employees
by competing jurisdictions, causing retention prob-
lems. Careful consideration of how benefits packages
accommodate the specific employment circumstances
of emergency response and public safety officers can
help agencies to attract and retain these valuable pub-
lic servants.

“I]t is important to broaden authorities across
the Government rather than granting ‘carve-
outs’ to certain agencies. Patchwork solutions
are not optimal because even as they solve a
specific hiring problem for one agency, they add
unnecessary complexity and create endemic

problems to the system.”

—Meroe Park,
former Senior Official, Central Intelligence Agency

WWW.inspire2serve.gov

Develop a New Personnel System

Federal classification, compensation, and com-
petitive examining processes have not fundamentally
changed since the General Schedule was established
70 years ago. The Federal personnel system is not com-
petitive with that of other employers and cannot meet
Federal agency workforce needs. To address these prob-
lems, Congress has created work-arounds and alterna-
tive personnel systems for some agencies, sometimes
in response to high-profile, urgent needs. As a result,
Federal personnel policy is not a unified system but a
“highly diverse collection of agency-based processes
with only loose central oversight.”'® The Federal Gov-
ernments fragmented, outdated, and rigid personnel
system hinders its ability to adequately meet work-
force needs. An updated version of the demonstration
authority in statute—used productively by OPM and
other agencies—could create the practical knowledge
base and a viable set of tools to build a new personnel
system that remains competitive into the future.

ﬂ The Commission recommends that

Congress authorize and the President
direct implementation of a modern
talent-management system across the
Federal Government.

29a. Revamp personnel demonstration-
project authority.

>>  The Commission recommends that
Congress expand OPM's demonstration
authority to test changes to personnel
systems, loosening the time and per-
sonnel restrictions as well as enabling
OPM to expand demonstrated successes
without statutory changes.

A revitalized demonstration-project authority
could be key to taking a different approach to Federal
hiring—one built on experimentation and gradual, sus-
tained improvement. Currently, demonstration projects
are restricted in time and scale, and when they succeed
agencies cannot act on those results without legislative
action. These obstacles limit the utility and effectiveness
of demonstration projects for improving the Federal
Government’s hiring processes.
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A National Institutes of Health scientist conducts research
inalab.

29b. Pilot a new personnel system at
select agencies.

>>  The Commission recommends that
Congress authorize OPM to pilot a new
personnel system, covering hiring, clas-
sification, compensation, transfer, and
promotion, at agencies with a significant
number of STEM employees.

Because the classification, hiring, and com-
pensation systems interact in ways that obstruct
Federal-agency efforts to hire STEM professionals,
agencies that hire significant numbers of STEM
professionals are ideal candidates to test a new tal-
ent-management system. The results of a pilot project
would establish an evidence base that could inform
future efforts to comprehensively modernize personnel
systems governmentwide.

29c. Monitor the progress of the
Commission’s recommended
reforms.

>>  The Commission recommends that
Congress and the President require a
comprehensive evaluation of changes
to Federal personnel policy made in re-
sponse to the Commission’s report.
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Modernization of Federal personnel systems
will be most effective with iterative, evidence-based
approaches, including a thorough review of changes
made in response to the Commission’s recommenda-
tions and their results. Data demonstrating the impact
of such changes is necessary to guide the regular adjust-
ment of programs to ensure future success, as well as to

achieve buy-in for more wholesale implementation.

29d. Generate proposals for a new
personnel system.

>>  The Commission recommends that
Congress authorize and the President
direct the development of comprehen-
sive proposals for a modern talent-
management system to meet modern
workforce needs.

By engaging public service experts to develop pro-
posals on comprehensive personnel reform—based on
rigorous analyses of demonstration projects across var-
ious agencies and disciplines—policymakers can build
the groundwork for the strongest package to modernize
and transform the Federal Government into a compet-
itive employer.

INTEGRATE MILITARY,
NATIONAL, AND
PUBLIC SERVICE

Findings and Recommendations

The Nation thrives when Americans step up and serve
the common interests of the American people, whether
by providing for the common defense, addressing com-
munity needs, or contributing to governmental func-
tions. Service cannot—and should not—be categorized
as military, national, o7 public; in fact, the needs of the
Nation are best met when military veterans play an active
role in the public sector, AmeriCorps alumni take their
skills to the Armed Forces, and public servants support
the goals of national service. Therefore, the Commission
urges policymakers to consider these streams of service
holistically when taking action, with a goal of bolstering
a shared ethos of service among Americans.

National Commission on Military, National, and Public Service
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m The Commission recommends that >>  The Commission recommends that
Congress and the President develop
and improve mechanisms that connect
service opportunities and promote the
vision “every American inspired and

Congress require the Council on Military,
National, and Public Service, together

with the Secretary of Defense, the CEO of
CNCS, and the Director of the Peace Corps,

eager to serve.”

30a. Optimize cross-service marketing

and recruitment opportunities.

to jointly produce a quadrennial report
that is focused on evaluating cross-service
participation and that contains recom-
mendations for increasing joint awareness
and recruitment initiatives.

>>  The Commission recommends that
Congress authorize and appropriate fund- )
iz i 21 il sireErE GvErsEE by e DoD, CNCS, and the Peace Corps all recruit from
el e iz, Metiers), 2 Fuliic similar demographics to fill their ranks, generally focus-
Servias i U I R o e agendes ing on Americans ages 18 to 25. The lack of systematic
Hi e i TS e cooperation between military and national service lead-
resources for military, national, and public ers has led to many missed opportunities. Coordination
service in underserved markets as defined between CNCS, the Peace Corps, and the military to
Ty develop rf:cruiting stra.tegif.:s to expa.nd theif res.pective
geography, socioeconomic status, and reaches will make possible increased innovation in mar-
critical skills—to better reflect the de- keting through the sharing of best practices. Incentiv-
T e e e S izing transitions between service streams will support
recruiting needs are met into the future. those who wish to continue serving the Nation after
their current term of service ends.
>>  The Commission recommends that
Congress dfire;t afnd :hppsropriite thi 30b. Promote continued service for those
necessary funds for the Secretary o . .
Defense, the CEO of CNCS, and the completing a term of service.
Director of the Peace Corps to collabo- =2 NG CRmImEEen FEEments el
rate on joint advertising campaigns and Cerjzress (tegulire e S €
to share marketing research resources. Difeinite (@ wo iy e CBO e ENES i
o provide information on national and pub-
> 12?;::;?;5'9; rticeo:arct::adr;?falgefense lic service to transitioning military service
ui : , "
in consultation with the CEO of CNCS and Tsizztk;ir:etz:z;rg:r:(;?l; :[I'c:apnrsolf/li(;r;
tz(laozi;iccjoprrzf 'tc:]:tze:hC::ror;zsd' ;c;fvies military and public service information to
v Vi i R . . .
Committees a plan for providing ineligible individuals completing national service.
or non-selected applicants with informa- = s GRS o EEmimene S det e
tion about the other forms of service. President direct the CEO of CNCS and the
A Director of the Peace Corps to work with

President direct the Secretary of Defense,
the CEO of CNCS, and the Director of

the Peace Corps to sign an interagency
agreement (IAA) formally committing
their agencies to develop and implement
cross-service incentives for recruitment
and retention purposes.

WWW.inspire2serve.gov

the Secretary of Defense and Director
of OPM to provide military service and
public service information to transition-
ing national service members.

Testimony to the Commission suggests that national
service could be a mutually supporting partner with
DoD’s TAP. Military veterans often possess skills and
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experiences that make them ideal candidates to serve as
leaders in national service programs. If national service is
highlighted as a potential option for transitioning veter-
ans to explore, both veterans and their communities will
benefit from their increased participation in national ser-
vice programs. Similarly, because national service alumni
possess a proven ability to work as part of a team toward
a larger goal, they are excellent candidates to continue in
military or public service. Creating intersecting paths to
service careers will provide military, national, and public
service organizations with a pool of quality candidates

that is both wide and deep.

A Path Forward

The Commission’s recommendations to increase
participation in military, national, and public service
have the potential to dramatically expand awareness of
service opportunities, aspiration to serve the commu-
nity and the Nation, and access to service options. This
expansion would advance America’s culture of service
and help the Nation address critical needs and improve
the lives of countless Americans.

Please see Appendix B for additional details and

implementation guidance concerning the military,
national, and public service recommendations.
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STRENGTHEN

EMERGENCY NATIONAL

MOBILIZATION

hroughout the history of the Nation, the Ameri-

can people have proven their willingness to defend
the country through military service. The Commis-
sion embraces the American tradition of first seeking
volunteers for military service to meet national needs.
However, it also recognizes the established constitu-
tional authority and enduring requirement of the Fed-
eral Government to provide for the Nation’s common
defense.

Congress charged the Commission with review-
ing whether, as part of this requirement, the Nation
still needs a draft contingency mechanism to organize
and mobilize Americans in the event of a national
emergency. Congress also required the Commission to
review whether all individuals should be required to

Army recruits take the oath of enlistment in Trenton,
New Jersey.

WWW.inspire2serve.gov

register and whether certain changes, such as inducting
individuals with skills for which the Nation has a criti-
cal need, might enhance the existing system’s ability to
meet evolving national security needs.

After careful consideration of the alternatives, the
Commission recommends maintaining the Selective
Service System as a draft contingency mechanism. In
addition, the Commission offers recommendations to
modernize, enhance, and improve the fairness of the
system for mobilizing the Nation for military service
as well as recommendations designed to take advantage
of volunteers who may step forward in a national emer-
gency before the Nation turns to the draft. Ensuring
successful and timely national mobilization in the event
of a national emergency requires advance planning,
maintenance of a draft contingency mechanism, and
improved transparency and confidence in the process
by which the Nation would mobilize.*

Background

The United States has employed conscription
throughout its history to fill recruiting shortfalls and
meet increased personnel needs. During the Civil War
and World War I and, with one brief exception, from
just prior to its entry into World War II until the draft’s
deactivation after the Vietnam War, the Federal Govern-
ment used conscription to meet its military personnel
needs. Through the second half of the twentieth cen-
tury, draft induction policy and implementation varied.

*  The Commission uses the phrase “national mobilization” to refer to any

mobilization of personnel beyond the resources of the All-Volunteer
Force. Although such mobilization may also involve personnel needs
for national security institutions and the defense industrial base, the
Commission’s focus is on DoD personnel requirements.
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But as the escalation of the Vietnam War reached its
height during the 1960s under President Lyndon B.
Johnson, the expansion and often inconsistent appli-
cation of deferments—allowing individuals selected
for military service to delay or in effect be exempted
from their obligation—coupled with larger numbers of
draftees being inducted for an unpopular war, fueled
public discontent with the draft. Prior to Vietnam, poll-
ing indicated that “the general public seemed satisfied
with the draft system.”"*¢ But perceptions of the use of
the draft during the Vietnam conflict, above all others,
define how Americans view conscription and the Selec-
tive Service System. These impressions contribute to
misperceptions that have obscured the draft’s historical
purpose and utility in national emergencies.

“It may be laid down, as a primary position, and
the basis of our system, that every Citizen who
enjoys the protection of a free Government, owes
not only a proportion of his property, but even his
personal services to the defence of it[.]”

—George Washington

The Civil War and World War |

At the time of the Nation’s founding, Americans
were suspicious of a large peacetime military; as a result,
the Government initially maintained a relatively small
standing military and rapidly increased the size of the
Armed Forces during conflicts. When a larger force
was necessary, the United States called for volunteers
from local militias or used conscription. Conscription
at the Federal level began in the Civil War and ended
with that conflict; the Government did not reinstate the
draft until after America’s entry into World War I, when
President Woodrow Wilson signed the Selective Service
Act of 1917. By creating the Selective Service System,
that act for the first time established a means to selec-
tively induct individual registrants through a decentral-
ized system of local draft boards."®” Over the course of
the war, 2.8 million men between the ages of 18 and 45

were inducted from a pool of 24.2 million registrants.'*®
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THE SELECTIVE SERVICE ACT OF 1917

Congress passed the Selective Service Act of 1917
shortly after the United States entered World War
| because volunteers were not joining the military
quickly enough to expand the military to war-
time strength.’®® This act authorized the Federal
Government to require all men, initially those
between 21 and 31 years of age and then all men
ages 18 through 45, to register for conscription.'*
The law established a selective system of conscrip-
tion that used local boards to select and classify
draftees, in contrast with a universal system that
would have applied to every American.™"

World War Il

Following World War I, the number of personnel
in the U.S. military fell rapidly as the Nation returned
to its peacetime posture. But by 1940, as war spread
across Europe and the threat of conflict in the Pacific
grew, senior retired U.S. military officers worried
about the small size of the U.S. force and the time
required to bring the force to wartime strength should
the United States enter the war. On September 16,
1940, President Franklin D. Roosevelt signed into law
the Selective Training and Service Act, which required
males between the ages of 21 and 35 to register with

192 The law stated that inductees

the Selective Service.
would be subject to 12 months of training followed
by not more than 10 years of reserve duty. It also
included several provisions that narrowed the draft’s
scope, including capping the total number of draft-
ees at 900,000 and prohibiting draftees from being
deployed outside the Western Hemisphere unless the
President declared a state of emergency. Although the
draft had popular support, these provisions and the
time required—several months—for the bill to pass
Congress reflected the public’s reluctance to become
involved in a foreign war.'”

While the draft was intended to prepare the
United States for its eventual participation in World
War 1II, this was the first time in the country’s history
that conscription was used in peacetime. The 1940

law, modeled after the Selective Service Act of 1917,
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initially put in place a lottery conducted by local draft
boards, because local control was believed to provide
the fairest way to classify and assess individuals for
induction. The lottery system, replaced in 1942 by a
system that allocated quotas to local boards, would not
reappear until the late 1960s."*

Following Japan’s attack on Pearl Harbor and the
formal declaration of war, inductions rapidly increased
as the expansion of the U.S. military accelerated.'”
Because nearly 65 percent of the 17 million men who
registered in 1940 and 1941 were granted dependency
deferments, Congress was forced to reassess policy to
ensure that the Nation had the manpower it needed
to prosecute the war. In November 1942, Congress
amended the Selective Training and Service Act to also
call into service men ages 18 to 20." In addition, it
altered how draft quotas were filled nationwide so that
eligible childless men were called before those with

dependents."”’

As the war progressed, the registration
requirements would broaden to include all men ages 18
to 65, and eligibility standards for those 18 to 25 were
greatly relaxed.'”®

By the end of World War II, approximately 16 mil-
lion men, 10 million of whom were conscripted, had
served in the military—roughly 12 percent of the total
U.S. population at the time."”” About four out of five
men born in the 1920s performed military service, cre-
ating a common and lasting bond between Americans
from all walks of life.””® Though opposition to the draft
existed and some individuals pursued ways to avoid ser-
vice, a Gallup poll conducted in 1941, before the United
States entered the war, found that 93 percent believed
the draft was implemented fairly in their community
and that an expectation to serve was widely shared.?

Korean War

After the Allied victory in World War II, Congress
continued conscription by extending the Selective
Training and Service Act in 1945 and 1946. In 1947,
however, President Harry Truman placed the Selective
Service in “deep standby”—eliminating the draft, halt-
ing registration, and transferring the remaining duties
to preserve knowledge and store records to the Office of
Selective Service Records.***

By 1948, just three years after the end of World War
I1, the military had decreased to roughly one-twelfth
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U.S. troops approach Omaha Beach on D-Day.

its 1945 size. But low rates of voluntary enlistment,
coupled with a coup in Czechoslovakia that height-
ened fears of a looming conflict with the Soviet Union,
raised concerns that the minimized Selective Service
System would not be able to meet the military’s need
for personnel in the event of an emergency. Congress
therefore reauthorized the draft in the Selective Service
Act of 1948.2%

The Selective Service Act was scheduled to expire
in June 1950, in recognition of budget constraints and
renewed hopes that the threat of war was subsiding.
However, on June 25, 1950, North Korea invaded South
Korea and war erupted on the peninsula. Congress
swiftly moved to extend the law under the Universal
Military Training and Service Act of 1951.2°* Approxi-
mately 1.5 million conscripts served during the Korean
War, making up about one-quarter of uniformed service
members at the time.

Because fewer conscripts were called and the U.S.
population had grown by tens of millions since 1945,
the overall percentage of men who were drafted was
substantially lower in the Korean War than in World
War I1.2° Even though a smaller percentage of Amer-
icans expected to be conscripted, a 1953 Gallup poll
found that 60 percent of Americans believed the draft
was handled fairly in their communities; 29 percent had
no opinion on the question.?
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PROVIDING A FAIR AND EQUITABLE SYSTEM

The U.S. military selective service process is based
on a common obligation for all persons eligible to
submit to a lottery system operated in a manner
that is fair and just. The Selective Service System,
working with DoD, is responsible for consistently
evaluating each individual selected by the lottery
and appropriately classifying them for military
service, alternative service, or a deferment or
exemption. The rules governing registration eligi-
bility requirements, classification, deferments, and
exemptions set societal expectations for who should
serve. Given the need to maintain the health of the
civilian economy and the societal value in exempting
some individuals from a military draft, including
those providing essential support to their family

or community, the Government has utilized defer-
ments and exemptions since modern conscription
began in World War I. Historically, draft exemption
policies seldom changed, whereas deferment
categories and classification criteria were often and
routinely expanded or restricted, depending on
personnel needs. Past policies that created more
deferment categories, some of which were open
primarily to those of privileged socioeconomic sta-
tus, contributed to a perception that the system was
unfair and led public opinion about the draft to turn
increasingly negative during the 1960s.2%

Vietham War

From just prior to the Korean conflict through the
end of the Vietham War in 1973, the draft was used
to fill shortfalls in the military’s annual recruiting tar-
gets, whether in peacetime or during conflict. Thus, the
emergency draft of the World War II era was replaced
with a form of standing conscription. This version of
conscription was expected to fulfill annual military per-
sonnel requirements while being responsive to recruiting
trends and changes to numbers of authorized military
personnel. In the decade that followed the Korean
conflict, Congress repeatedly reauthorized the use of

conscription. When American military involvement in
Vietnam expanded in 1965 and 1966, the number of
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inductees more than tripled and criteria for deferments
were tightened to meet the increased needs of the mili-
tary, changes that contributed to political tensions and
a growing dissatisfaction with the system.?"®

Although conscripts, on average, made up only
about 20 percent of the total force during the Vietnam
War, with most never serving in Vietnam,?” the draft
was viewed both within the military and within society
more broadly as unfair and inequitable. The widespread
use of deferments—particularly those for college stu-
dents, who were more economically advantaged—and
a growing feeling that black Americans were dispropor-
tionately drafted and sent into combat, fostered a sense
of inequity that today still strongly influences public
perception of the Selective Service System and the draft.

Shift to a Standby Draft

By the end of the 1960s, public sentiment that the
Vietnam War was unnecessary and immoral was growing
among the American public, the military faced increasing
discipline problems with draftees, and the draft was seen
as unfair to the ever-smaller proportion of Americans
who were compelled to serve. As a candidate during the
1968 presidential election, Richard Nixon promised to
end conscription if elected. After taking office, President
Nixon appointed a commission led by former Secretary
of Defense Thomas Gates to examine the best means for
ending conscription. In 1970, the President’s Commis-
sion on an All-Volunteer Armed Force, known as the
“Gates Commission,” recommended the end of standing
conscription and the creation of a military composed
entirely of volunteers. However, the Gates Commis-
sion also recommended that Congress enact legislation
to maintain a standby mechanism; it would require
the registration of all males who “might be conscripted
when essential for national security,” in “the event of a
national emergency” to be “invoked only by resolution
of Congress at the request of the President” if the Nation
required manpower resources beyond the capability of
the active and reserve components.*'

In 1973, President Nixon fulfilled his campaign
promise, ending conscription and establishing the
modern All-Volunteer Force. By 1975, draft registra-
tion was suspended, and the Selective Service System
again entered a “deep standby” posture—in which the
agency maintained only a pared-down staff, its national
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headquarters, and nine regional offices.”’! A series of
events occurring in the late 1970s shifted the priorities
of policymakers, however. In 1978, the Department of
Defense (DoD) conducted a congressionally mandated
exercise involving command posts across the United
States and Europe, dubbed “Nifty Nugget;” it tested
the ability of the military to rapidly deploy person-
nel and equipment across the globe to respond to the
Soviet threat in Europe. Before the exercise, DoD had
specifically highlighted personnel shortages as a poten-
tial problem in mobilization and deployment.”’* The
exercise not only confirmed this but also revealed sys-
temic weaknesses in the military’s capacity to generate
and deploy forces for a full-scale conflict in Europe in

the absence of a ready Selective Service System.?'? After
additional concerns were raised by the Soviet invasion of
Afghanistan in 1979, President Jimmy Carter reinstated
active registration for the Selective Service System.

In taking this action in 1980, President Carter lim-
ited registration to men through Executive order but
also proposed that Congress amend the Military Selec-
tive Service Act to include women.?'* Congress rejected
this proposal. A Senate report that year asserted that in
the event of a draft, the primary need would be for com-
bat replacements.?”> Noting that both law and policy in
1980 excluded women from combat, the Senate report
concluded that women should not be included in the
Selective Service registration system. Following a legal

Figure 9: Number of Selective Service System Inductions by Year

This figure indicates the number of inductions between 1917 and 1973, and thus shows the relative use of
conscripts throughout the 20th century. While almost every conflict in the 20th century relied on conscription
to fulfill personnel needs, more than three times as many conscripts were inducted between 1940 and 1945 for
World War Il than were conscripted over the 18 years of the Vietnam conflict.
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Arlington, VA 22209-2425. The OMB control number 3240-0002, is currently valid. Persons are not required to respond to this collection unless it displays a valid OMB control number.

Source: Selective Service System

challenge to the male-only registration requirement, the
Supreme Court, in Rostker v. Goldberg (1981), cited the
1980 congressional findings and determined that male-
only registration was constitutional, given Congress
view that the purpose of the Selective Service System
was to provide combat replacements.?'®

In the years since 1981, little in the Selective Ser-
vice System has changed structurally, though the agency
sought new ways to increase compliance with the reg-
istration requirement after registration rates declined
in the 1990s.?"” Greater reliance across the States on
secondary registration systems,* which include State
driver’s license applications and the Free Application
for Federal Student Aid (FAFSA), in addition to direct
online registration with the Selective Service System,
has bolstered compliance rates.*'®

*  Secondary registration systems work through data-sharing agree-

ments between the Selective Service System and organizations such
as State departments of motor vehicles, U.S. Citizenship and Immi-
gration Services, and the U.S. Department of Education; relevant
data collected on eligible individuals is shared with the Selective Ser-
vice System. See Laura Seago, Automatic Registration in the United
States: The Selective Service Example (New York: Brennan Center
for  Justice, 2009),  https://www.brennancenter.org/publication/
automatic-registration-united-states-selective-service-example.
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Today, most men living in the United States and
American citizens living overseas who are between the
ages of 18 and 26 are required to register with Selective
Service and are subject to a number of civil and crim-
inal penalties for failing to do so.** Current secondary
registration methods attempt to increase compliance by
reducing the “friction” of registration as much as pos-
sible and by reducing the time and attention necessary
to register. Because more than four decades have passed
since the Nation’s last use of conscription, however, these
secondary registration methods have likely contributed
to waning awareness of the purpose and value of the
Selective Service System and limited understanding of
Americans’ obligation to serve the Nation in times of
national emergency if called to do so.

** Men who knowingly and willfully refuse to register for the Selective
Service System are ineligible for certain benefits, to include Federal
employment, Federal student financial aid, benefits under the Workforce
Innovation and Opportunity Act, and—until age 31—citizenship sta-
tus. See: 50 U.S.C. § 3811(f); 5 U.S.C. § 3328; Workforce Innovation
and Opportunity Act, Pub. L. No. 113-128, § 189(h), 128 Stat. 1425
(2014); and U.S. Citizenship and Immigration Services Policy Manual,
Vol 12, Part D, Chapter 7.B, https://www.uscis.gov/policy-manual/
volume-12.
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Findings and Recommendations

The Purpose and Value of the Selective
Service System

The United States is navigating a world of increas-
ing uncertainty and potentially significant threats to the
Nation. Given the lessons of history, and in an environ-
ment of possible great power conflict, it is not unrealis-
tic to believe that America may be faced with a conflict
for which available military forces prove insufficient.
DoD has further highlighted that a draft contingency
mechanism is needed to ensure that it has sufficient per-
sonnel, which may include both combat and noncom-
bat troops, to address a range of possible threats to the
Nation and its common defense.?!” For these reasons,
every Presidential Administration since 1980 has made
the conscious decision to maintain registration for the
Selective Service System.??

UNDERPINNING THE

COMMISSION'S ANALYSIS

While evaluating the Selective Service System and
national mobilization processes, the Commission
relied on the following judgments to bound the
scope of its review:

> The United States faces threats to vital national
security interests, and the potential for existential
threats—natural or man-made—uwiill persist.

> Military personnel costs will remain fiscally
sustainable and national leaders will sufficiently
resource the All-Volunteer Force to address most
threats to vital U.S. interests.

> Any military draft should be reserved for national
security emergencies.

> Current conditions do not appear to warrant a
return to standing conscription.

> The national context in which voluntary or com-
pulsory national mobilization occurs will drive
public acceptance, support, and response.

> Although the U.S. military has historically lowered
accession standards during large-scale conflicts,
it is uncertain whether or how DoD would adjust
accession standards for volunteers before
recommending that Congress and the President
activate the draft.
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The Military Selective Service Act (MSSA) states
that the current purpose of the Selective Service System
is to achieve and maintain “an adequate armed strength”
and to share the obligations and privileges of serving
in the Armed Forces “in accordance with a system of
selection which is fair and just.”??' The Government
Accountability Office (GAO) stated in a January 2018
report that “the Selective Service System mission is to be
prepared to provide trained and untrained manpower
to DoD in the event of a national emergency when
directed by the President and the Congress.”*** As DoD
noted in a report to Congress on the Selective Service
System, “this is not a theoretical capability,” adding that
the Selective Service “Is the only proven, time-tested
mechanism by which to expand the [All-Volunteer
Force] in the event of a national emergency.”** Indeed,
as Dr. Nora Bensahel noted in her statement to the
Commission, “History shows that the United States
has relied on conscription for its large wars, no matter
how strong the support of the American people.”?** She
further asserted that although the All-Volunteer Force
has produced a very strong military, its performance in
recent, relatively small wars did not obviate the need for
a draft contingency mechanism.

Some disagree with this assessment. The Commis-
sion heard from Americans who are opposed to the
Selective Service System entirely. These individuals cite
a range of concerns. Some oppose war, whether because
of political disagreement with what they perceive as
militaristic U.S. foreign policy or because of deeply held
personal beliefs against violence. Some oppose even
minimal programmatic costs for a system that may not
be used again imminently. Some resist the infringement
of individual liberty, even for national defense.

Some Americans who express skepticism regarding
the Selective Service System also raise concerns regard-
ing compliance. They believe that evaluating the perfor-
mance of the system through registration compliance
rates does not account for what they infer will be poor
turnout by those selected for evaluation in a poten-
tial draft. They also question the efficacy of criminal
enforcement regarding those who are selected by lottery
for evaluation and induction in the event of a draft.*®

On the other hand, the Commission heard from
Americans who support a return to a peacetime draft.
Such advocates point to the need to meet DoD personnel

93



STRENGTHEN EMERGENCY NATIONAL MOBILIZATION

requirements, and they promote the individual benefits
of military service and broader personal development
that service of all forms confers on participants. Their
sentiments are voiced by retired Major General Dennis
Laich, who asserted in his statement to the Commis-
sion that the All-Volunteer Force structure is “unfair,
inefficient, and unsustainable,” when contrasted with
that of a force populated through recruitment of willing
volunteers alongside annual percentages of peacetime
conscripts.?

Others affirm that the Selective Service System
is a capability that may be necessary someday, but
disagree on whether it is needed now. In his testi-
mony to the Commission, Dr. Bernard Rostker, for-
mer Director of the Selective Service System, judged
that a military draft contingency mechanism could
be reconstituted in time for a conflict, as the United
States did before World War I and World War II. Dr.
Kori Schake disagreed, stating, “We may not need it
now, but it would be extraordinarily difficult to create
in a national emergency that required calling up for
service a large force.””” Indeed, the Selective Service
System contends that crucial elements of the system’s
infrastructure, particularly a “system of record” capa-
ble of processing the massive amounts of information
necessary to conduct a draft, could take over a year to
reconstitute.**®

After extensive review, the Commission reaffirms
the need to maintain a contingency for mandatory mil-
itary service in order to draw on the talents, skills, and
abilities of Americans in the event of a national emer-
gency, and to clarify the purpose of that system in law.
The Selective Service is an essential component of the
Nation’s military preparedness.

“[N]ational interests are served by the Selective
Service System. Registration provides a hedge
against a catastrophe we do not yet anticipate. The
Selective Service System is a means to sustain this
legacy by reminding our youth that public service
is a valid part of American Citizenship.”

—Chuck Hagel,
former Secretary of Defense
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The Commission reaffirms the continued
need for a draft contingency mechanism
to meet the mobilization needs of DoD
during a national emergency.

E The Commission recommends that

Congress clarify the purpose of the
Selective Service by revising the MSSA
purpose statement to read: “The Congress
hereby declares that an adequate
military strength must be achieved and
maintained to insure the security of this
Nation by insuring adequate personnel
with the requisite capabilities to meet
the mobilization needs of DoD during

a national emergency and not solely to
provide combat replacements.”

In addition to reviewing the need for and purpose
of a military draft contingency, the Commission also
carefully considered the enduring value of this system
for mobilization. Each Presidential Administration since
at least 1994 has claimed that the Selective Service Sys-
tem provides three concrete benefits: (1) a hedge against
unforeseen threats and a relatively low-cost insurance
policy against potential threats, (2) a deterrent to U.S.
adversaries, and (3) a link between the military and
American society.””

Often referred to as a “low-cost insurance policy,”
the Selective Service System offers value as part of a
broader system to mobilize the Nation against threats.
The 2017 DoD report to Congress on the purpose and
utility of a registration system for military selective
service emphasizes that the Selective Service System
is required as a way to expand the force, particularly
if the Nation is confronted by a “crisis of existential
proportions.”*" The 2018 National Defense Strategy
Commission similarly pointed to “unanticipated force
demands” as a risk factor threatening the ability of the
United States to fulfill the goals of national defense,
such as defeating one major-power rival while main-
taining deterrence in other regions.”' The Commission
agrees that a key value of the Selective Service System is
to meet an abrupt rise in force requirements during a
national emergency.

National Commission on Military, National, and Public Service
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However, DoD did not provide compelling evi-
dence for the two other often-cited benefits of the
Selective Service System. After engaging with DoD
and intelligence community officials, the Commission
found no direct evidence or support for the argument
that maintaining a conscription system deters potential
adversaries. This is understandable, given the decades
that have passed since the Selective Service System was
last utilized and considering the many components of
national strength that deter our adversaries. Indirectly,
however, a reduction in the readiness of the Selective
Service System might be interpreted as a weakening of
U.S. resolve to maintain foreign policy commitments.
Academic experts told the Commission that the inter-
national community pays attention to changes in U.S.
military personnel systems, which would be evaluated
as a demonstration of U.S. resolve, adding that any pro-
posed changes to the broader national mobilization sys-
tem should be accompanied by a communication and
education plan.*?

Similarly, the Commission did not find evidence
that the Selective Service System helps connect the
American public with the obligations of military service.
Some scholars argue that registration for the Selective
Service System is worth maintaining, if only to uphold
one of the last remaining connections between the
broader American society and the military; others argue
further that standing conscription should be reinstated
to more equitably distribute the sacrifices of military
service. Although the Selective Service System Director
testified that young men are aware of their obligation to
register and understand what it means, recent research
shows that less than half of males between the ages of
16 and 24 understand that 18- to 25-year-old men are
required to register and update their contact informa-
tion with the Selective Service System.”* Clearly, the
current Selective Service System falls short in conveying
that obligation or creating any meaningful connection
between individual registrants and the Nation’s current
All-Volunteer Force.

Although there may be ancillary benefits from
Selective Service System registration, such as providing
DoD with information useful to military recruiting, in
the view of the Commission the value of the Selective
Service System does not rest on such benefits.

WWW.inspire2serve.gov

E The Commission affirms the key values

of a draft contingency mechanism,
namely (1) as a hedge against the risk

of military personnel shortages in DoD
during a national security emergency,
and (2) as a symbol of U.S. national
resolve to mobilize the Nation to meet
commitments to its Armed Forces, allies,
and partners.

Reaffirming the American Approach for
Defending the Nation

Recognizing the National Mobilization Continuum

While the Commission affirms the need for the
United States to maintain the ability to mobilize its
people in the case of a national emergency, it views the
draft as being appropriate as a last resort. In the event of
a national emergency, the Federal Government should
plan to first mobilize volunteers to defend the Nation
and exhaust all available options before activating
conscription.

The Commission believes that before resorting to
the draft, the President should encourage Americans to
voluntarily join the military, through an official call for
volunteers. Such a call would solicit additional person-
nel who could stem shortages and possibly avoid the
necessity of immediate escalation to the draft. A call
for volunteers would also demonstrate resolve beyond
U.S. borders that the Nation was preparing for poten-
tial hostilities; however, establishing formal procedures
for a call for volunteers would in no way constrain the
President’s ability to call for a draft, if necessary.

m The Commission recommends that

the President issue an Executive order
setting out policy for issuing a call for
volunteers before exercising a draft
contingency.

Over the Nation’s history, the military has typically
relied on both volunteers and conscripts during times of
crisis—but a review of the historical record revealed that
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U.S. Presidents have seldom made a formal call for vol-
unteers to mobilize the American public to join the mil-
itary during a national emergency. Although President
William McKinley issued a call for volunteers to increase
the size of the force during the Spanish-American War
and President Wilson formally asked for military volun-
teers in the lead-up to America’s entry into World War
[,%% no such Presidential call was used in the succeeding
60 years.*

Despite the absence of formal calls, volunteers
joined the military—often in large numbers—along-
side conscripts during World War II, the Korean War,
and the Vietnam War. It is not clear exactly

serve in the military in coming years.”® The difference
in polling numbers suggests that a formal call for volun-
teers would be useful in producing an additional flow of
personnel during a national emergency.

Preserving a Pre-Mobilization Registration System
If the Nation is faced with such a significant cri-
sis that it must initiate a draft to adequately confront
threats, the Government will benefit from a ready, active
system for quickly mobilizing and inducting personnel.
The Commission determined that maintaining pre-
mobilization registration mitigates the level of potential
risk accepted by the Nation, ensuring that

how many volunteers enlisted in the  Recent ]m[[ing an adequate insurance policy remains in
months following the attack on Pearl Har- place in the event of a national mobiliza-
T conducted by the _ _ o e T _

bor, but contemporaneous reporting indi- ) tion while providing critical functions and
cates that “thousands of men attempted to Harvard Institute procedures to safeguard a fair, equitable,
enlist” in the days immediately after the ofPolz'tics shows and transparent draft process. In particu-
attack.”” More recently, in the aftermath 4/, /1 30 9 percent lar, a pre-mobilization registration system
of the attacks of September 11, 2001, the better provides for other critical functions
Nagi , L . of sampled adults : .

ation experienced an initial bump in and for the infrastructure required by the
volunteering for military service, but the would [lkd}/ Jjoin the national mobilization process. Retaining
brief increase in propensity to serve did not 7557/ tary fol[owz’ng a a pre-mobilization system also sends a

last and was not accompanied by a call for
volunteers.”*

Recent polling conducted by the Har-
vard Institute of Politics shows that 30.9
percent of sampled adults would likely join the military
following a call for volunteers in an existential crisis,
and 27.3 percent would do so in an emergency to pro-
tect foreign policy interests.””” Even though the pro-
portion of adults who would commit voluntarily when
faced with an existential crisis may seem surprisingly
low, this data represents a notable increase in current
trends in propensity to serve in the military. Accord-
ing to DoD’s Joint Advertising, Market Research and
Studies (JAMRS) research, about 14 percent of youth
from ages 16 to 21 report that it is likely that they will

*  For example, during President Roosevelt’s speech following the Japanese

attack on Pear] Harbor, he made no direct ask for volunteers. Simi-
larly, President Carter made a clear call for young people to volunteer
for the military during a question-and-answer session with high school
students in 1980, but this call was unrelated to any specific national
security crisis. See Jimmy Carter, “Wyoming, Michigan Remarks and a
Question-and-Answer Session with High School Students,” October 24,
1980, in the American Presidency Project, Peters and Woolley, accessed
August 22, 2019, https://www.presidency.ucsb.edu/node/251631.
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call for volunteers in

an existential crisis.

critical message to members of the All-
Volunteer Force that the Nation recog-
nizes the importance of their service and
that national leaders are willing to com-
mit to supporting a continuum of options between the
All-Volunteer Force and full national mobilization.

The Commission reaffirms the Selective
Service System'’s pre-mobilization
registration posture and recommends
that Congress and the President maintain
the Selective Service pre-mobilization
registration requirement.

Upon careful consideration, the Commission
determined that eliminating or reducing the Selective
Service System infrastructure would represent a signifi-
cant and unacceptable risk to the Nation. The Selective
Service System estimates that if the agency were in a
standby mode or disestablished, and Congress and the
President were compelled to activate a draft, it would
require approximately 830 days or 920 days, respec-
tively, to deliver the first inductees.”” This estimate is
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derived primarily from the agency’s experience with the
1980 decision to restart active registration.?* The Selec-
tive Service System also estimates that if registration is
suspended, it would take one year after congressional
authorization to deliver the first inductees. This time
span far exceeds the current DoD requirement that the
Selective Service System provide inductees 193 days
after draft authorization, posing an unacceptable risk to
the Nation.

Alternatives Considered to the Current
System

As part of its comprehensive review, the
Commission examined proposals for both
voluntary and mandatory registration alter-
natives to the current registration system.

Previous proposals for voluntary
alternatives to draft registration identi-
fied by the Commission essentially would
have created an untrained, unorganized
reserve force. Such proposals vary regard-
ing whether to extend compensation to
volunteers and whether those who volun-
teered to be available should have a legal
obligation to serve in a crisis.* However,
voluntary alternatives present several chal-
lenges. Uncompensated and untrained
volunteer reserves who are not bound to
serve would provide only marginal benefit
to DoD unless it had additional knowl-
edge of their eligibility or specific skillsets.
In addition, because individuals’ interest in
military service would have to be revalidated at the time
of accession, such reserves could not provide value as
a guaranteed source of personnel and would offer lit-
tle advantage over a call for volunteers. On the other

For instance, the political analyst Doug Bandow cites two additional
proposals: a 1980 legislative proposal from Rep. Jim Weaver (D-
Oregon), directing the President to establish a voluntary registration sys-
tem, and a 1981 proposal by a White House aide for a “National Patriot’s
Register.” Neither included a legal obligation for program participants
to serve if called. See Doug Bandow, “Draft Registration: It’s Time to
Repeal Carter’s Final Legacy,” CATO Institute, Policy Analysis No. 86,
May 7, 1987, https://www.cato.org/publications/policy-analysis/draft-
registration-its-time-repeal-carters-final-legacy; and James Jay Carafano,
“The Draft Should be Left Out in the Cold,” The Heritage Founda-
tion, May 18, 2017, hteps://www.heritage.org/defense/commentary/
the-draft-should-be-left-out-the-cold.
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hand, an uncompensated but legally bound untrained
reserve would likely attract few volunteers, while a
compensated, legally bound untrained reserve could be
costly and therefore difficult to scale as a program. All
volunteer-based proposals would remain of indetermi-
nate utility, since registrants’ ability to meet basic mili-
tary eligibility requirements is not known.

Alternative approaches that would preserve regis-
tration involve two key decisions: whether individuals
must actively participate in the registration process and
how to sequence populating the registra-
tion database in relation to the decision by
Congress and the President to authorize
a draft. The Commission examined alter-
natives to the current system that did not
require active registration but concluded
that the options identified were not clearly
capable of meeting the Nation’s needs to
the same extent that the Selective Service
System does today. Developing robust tests
of any alternative systems before suspend-
ing pre-mobilization registration or allow-
ing passive registration would be critical to
maintaining a hedge against a shortfall of
military personnel.

One alternative to mandatory regis-
tration that the Commission reviewed was
the suspension of registration until Con-
gress authorizes a draft. The President has
the authority to terminate registration, as
President Gerald Ford did in 1975, or ini-
tiate registration, as President Carter did in
1980, by proclamation.?*' This policy alternative is also
endorsed by Dr. Rostker, who served as the Director of
the Selective Service System during the 1980 resump-
tion of registration. In his testimony to the Commis-
sion, Dr. Rostker called for a registration system that
is not activated until Congress authorizes the draft,
noting that such a system could achieve necessary com-
pliance rates in a timely fashion consistent with DoD’s
timeline for inductions, as was the case in the summer
of 1980.**> However, estimates of the additional time
needed depend on a series of assumptions about person-
nel stafhing and the amount of lead time provided before
registration is authorized; GAO estimated in a 1997
review of the Selective Service System that suspending
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registration would increase the activation timeline by
24 days, and would add at least another $17 million to
startup costs.*

The Commission also considered a passive registra-
tion process that could use existing Federal databases
that are kept up to date, such as those maintained by the
Internal Revenue Service or Social Secu-
rity Administration. The Federal Govern-
ment could use data from these agencies
to populate registrant information after
congressional authorization for the draft.
The MSSA currently requires that indi-
viduals participate in registration, man-
dating that “it shall be the duty of every
male citizen . . . to present himself for and
submit to registration.”** This statutory
requirement currently restricts the Presi-
dent from directing a means of registration
for the Selective Service System that pulls
from State or Federal databases, but the
Selective Service System reports that such
retrieval “could be done with reasonable
success,” provided that it is furnished with
technological systems capable of process-
ing registration information.?** However, the Selective
Service System also maintains that terminating registra-
tion until the draft was activated and then relying on
external databases would likely extend the timeline for
mobilization beyond DoD’s requirement of 193 days by
at least 30 days, heightening risk.*®

Both approaches—suspending registration or tran-
sitioning to a reliance on existing data—would reduce
the transparency of the Selective Service System. The
Commission recognizes that such steps have the poten-
tial to undermine the moral mobilization required to
sustain a prolonged conflict.

Estimates come from a 1997 GAO-reported cost projection, which
assumes active post-mobilization registration, registering two-year age
cohort groups at a time versus all individuals aged 18 to 35; subsequently
there have been considerable shifts in U.S. Postal Service infrastructure
and U.S. population growth. GAO, Selective Service: Cost and Implica-
tions of Two Alternatives to the Present System (Washington, DC: GAO,
September 1997), 7, https:/[www.gao.gov/assets/230/224598.pdf.
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Maintaining Public Trust in the Mobilization
Process

Preserving trust during the national mobilization
process is vital to maintaining popular support in a
future conflict that would require a draft. The Selec-
tive Service System is an independent Federal agency,
not under the control of DoD. Continu-
ing to host the draft registration process
and database within the Selective Service
System alleviates concerns from some
stakeholders, particularly those within the
conscientious objector community.

The Selective Service System’s auton-
omy helps ensure a fair and equitable draft
process by preserving a structure to adju-
dicate claims and evaluate conscript fit-
ness.?* In the event of a draft, the Selective
Service System has 11,000 uncompensated
men and women who have volunteered to
remain trained and ready to serve as local
board members. These board members
would decide the classification status of
individuals “secking exemptions or defer-
ments based on conscientious objection,
hardship to dependents, their status as ministers or
ministerial students, or any other reason.”*"

DoD supports this division of responsibility, view-
ing the Selective Service System as providing a line
of demarcation for draft induction and signaling an
appropriate transfer of responsibility when inductees
enter a Military Entrance Processing Station.”*® Fur-
thermore, in the event of a draft, the Selective Service
System would manage the Alternative Service Program
for conscientious objectors. The requirement to provide
alternative service if a draft were enacted is arguably
supported by a “body of case law from the Vietnam era
that would put the whole [draft] system in legal jeop-
ardy if both the local board structure and the alternative

service programs were not in place and viable.”**

Promoting Solemnity

While maintaining an active, pre-mobilization
registration is critical to ensuring a transparent process,
the current approaches to Selective Service registration
have a nearly exclusive emphasis on compliance with
the law. Existing registration mechanisms, particularly
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secondary registration methods, do not do enough to
convey the obligation associated with registration. The
casualness of the process diminishes the value of the
system and reduces preparedness for a possible national
mobilization. The Commission has determined that
every registrant should understand the purpose and
potential implication of their registration with the
Selective Service System.

The Commission recommends that
Congress amend the MSSA to require

the Selective Service System to develop
and implement methods to convey to
registrants the solemn obligation for
military service in the event of a draft and
to appropriate funds to accomplish this.

The Selective Service System sees its primary role
as preparing the Nation for a fair and equitable draft
by maintaining high compliance with the registration
requirement, and the existing Selective Service System
structure, procedures, and relationships are designed
to maximize the number of individuals who register.”>
The Selective Service System website, for example,
empbhasizes the obligation of individuals to comply with
Federal law and says little about the broader purposes of
registration. The status confirmation mailer that is sent
after successful registration does not discuss the reason
for registration, only the legal obligation to do so.

States could draw on an array of methods to accom-
plish the goal of increasing solemnity. For instance, reg-
istration could be paired with educational materials such
as brochures or videos. More solemn registration efforts
could require that registrants attend a ceremony, much

Figure 10: Respondents’ Ability to Correctly Identify True Statements about the

Selective Service System

The following graphic depicts the results of a JAMRS survey of 16- to 24-year-olds concerning their knowledge of
the Selective Service System. When queried about features of the Selective Service System, most respondents

answered “Don’t know.”

Note: Percentages do not sum to 100 due to refusals and rounding.

“The Selective Service System serves
as a draft contingency in the event
of a national emergency.”

“All 18-25-year-old males are required
to register for and continue to update
their contact information when they move
for the Selective Service System database.”

“Certain benefits such as student loans,
Pell grants, and federal employment are
withheld from those who fail to register
with the selective service.”

o
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Source: IAMRS, July 2019.
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like Virginia’s driver’s license ceremony for those under
18. The naturalization ceremony for U.S. citizenship is
one example of a solemn ritual that the Federal Gov-
ernment oversees; others are enlistment ceremonies for
the U.S. military and ceremonies marking entrance to
AmeriCorps. Many other approaches could be effective
in making the process more solemn. Regardless of which
is taken, the Commission believes that Selective Service
registration deserves a moment of earnest reflection.

Providing a Fair, Equitable, and Transparent
System

Should the draft become necessary, the Government
must be able to maintain the fairness, equity, and trans-
parency of the draft process. This begins with draft regis-
tration. Congress and the President should take steps to
address and alleviate concerns regarding the fairness of
the draft and draft registration as it relates to deferments
and exemptions and the penalties for not registering,.

Reviewing Deferments and Exemptions

The Commission recommends that the

President review the existing exemptions
and deferments for the draft and
propose revisions intended to update
existing legislation to promote equitable
obligations in the event a draft is
enacted.

The military selective service process is predicated
on a common obligation that all persons eligible for
military service share generally through a lottery system
in a manner that is fair and just. However, throughout
U.S. history a portion of Americans have been exempted
or deferred from military service if they perform vital
functions in the national economy or have personal cir-
cumstances, such as familial obligations, that preclude
such service. The MSSA authorizes exemptions and
deferments from military service for various categories
of individuals. Should individuals who meet the criteria
for a deferment or exemption be both selected by a draft
lottery and determined to be eligible for service after an
evaluation by the military, they can file a claim or appeal
to higher boards for temporary deferment or permanent

exemption.”"
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WHAT ARE EXEMPTIONS

AND DEFERMENTS?

> Individuals who register for the Selective
Service but are granted an exemption are
not required to serve in a military draft.
Exemptions have existed since modern
conscription began in 1917 but rarely changed
over the decades. Changes to exemptions
that did occur typically involved conscientious
objectors. In World War |, the exemption for
conscientious objectors was restricted to
historic peace churches—Quakers, Brethren,
and Mennonites.?>? In World War Il, the exemp-
tion expanded to include mainline religious
faiths.?>3 The Supreme Court, in a series of
cases involving Vietnam era draftees, further
broadened the definition of conscientious
objectors to include “all those whose con-
sciences, spurred by deeply held moral, ethical,
or religious beliefs, would give them no rest or
peace if they allowed themselves to become a
part of an instrument of war.”>* Other exemp-
tions exist for ordained ministers of religion,
elected officials, judges, and certain veterans
and military service members.

> Deferments are granted as a temporary
reprieve from conscription for eligible individ-
uals due to financial hardship, occupational
status, marriage, parenthood, and other
reasons.?>> Whereas exemption policies seldom
changed, deferment categories and personnel
classifications, which prioritized registrants
based on demographic characteristics such
as marital status, were often and routinely
adjusted depending on DoD personnel needs.

While the categories for exemption have changed
little over time, the reasons for deferments have varied
considerably. The President is authorized to allow defer-
ments for those employed in industry, agriculture, or
other select occupations along with deferments for those
pursuing study, research, or the medical needs of the
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Nation. There are also deferments for those physically,
mentally, and morally unfit for military service. However,
statutory deferments and exemptions have been updated
only once since the end of the Vietnam War: in 1984,
Congress passed legislation that exempted the children
of mothers killed in the line of duty from conscription.?

In general, deferments and exemptions shape
broader social expectations about who must serve and
perceptions of whether those who are draft eligible are
treated fairly. Historically, deferments and exemptions
have been used to encourage higher education, support
fatherhood, and allow participation in national service
programs. For instance, the 1951 deferment for college
students, designed to increase U.S. scientific capacity,
may have been responsible for an increase in men’s
college enrollment rate from 54 percent in 1963 to
62 percent in 1968.%7 But the use of this
deferment may also have changed Amer-
icans’ expectations concerning which seg-
ments of society would be eligible for the
draft and which would generally be able

258 If the Nation were to

to avoid service.
require a draft, American attitudes toward
statutory deferments and exemptions will
likely reflect changes in American society
since the draft was last active. The Federal
Government should update these statu-
tory deferments and exemptions to ensure
that the criteria for who should serve are
current and clear; these policies should be
consistent from the outset of a potential draft to main-

tain a fair, equitable, and transparent process.

Improving Fairness in the Registration Adjudication
Processes

Over the past two and a half years, the Commis-
sion heard from and met with individuals who had both
positive and negative experiences in registering with the
Selective Service System. The Commission recognizes
that when an individual knowingly or mistakenly fails to
register, he is penalized with loss of Federal or State ben-
efits. After careful consideration, the Commission finds
that a mechanism for corrective registration is necessary
to mitigate cases of unduly harsh lifelong penalties for
those already over the age of 25, while simultaneously
encouraging greater compliance.
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willful.”

m The Commission recommends that

Congress amend the MSSA to provide any
individual who has been denied a Federal
benefit due to nonregistration with the
Selective Service System an opportunity
to register within 30 days, no matter the
individual's age at the time of denial, and
to become eligible for the benefit denied.

Offering a 30-day grace period for registration fol-
lowing the denial of a Federal benefit would remedy
current inconsistencies and failures of the adjudica-
tion process. For instance, adjudication for individuals
seeking benefits denied to them for failure to register
(“civil penalties”) is not centrally tracked or supported
with common guidelines used by the offi-
cials making these determinations. Under
current law, any time a person required to
register for Selective Service seeks certain
State or Federal benefits, such as Federal
employment or education benefits, the
individual must have proof of their Selec-
tive Service System registration.* Unlike
the five-year statute of limitations on crim-
inal penalties for failure to register, there
is no statute of limitations on the denial
of State or Federal benefits to individuals
who fail to register. If not in compliance,
the individual must be given an oppor-
tunity to explain why registration did not occur. That
person cannot be denied a Federal benefit if he shows
“by a preponderance of the evidence” that the failure
to register was not knowing and willful.*** Yet agencies
that have the authority to deny benefits (for example,
Federal employment, student loans, and citizenship)
do not have clear or uniform procedures to adjudicate
whether a failure to register was “knowing and willful.”
The U.S. Department of Education, for example, leaves

* An applicant for naturalization over age 31 is eligible even if he know-

ingly and willfully failed to register. See 50 U.S.C. § 3811(f) and
(g); 20 US.C. § 1091(n); 50 U.S.C. § 3328; U.S. Citizenship and
Immigration Services, volume 12, Part D, Chapter 7.B, “Selective
Service Registration,” in USCIS Policy Manual, last updated October
8, 2019, hutps://www.uscis.gov/policymanual/Print/PolicyManual-
Volume12-PartD-Chapter7.html.

101


https://www.uscis.gov/policymanual/Print/PolicyManual-Volume12-PartD-Chapter7.html
https://www.uscis.gov/policymanual/Print/PolicyManual-Volume12-PartD-Chapter7.html

STRENGTHEN EMERGENCY NATIONAL MOBILIZATION

this decision to institutions of higher education and
does not maintain statistics on how many individuals
request such hearings each year or their outcomes.*®
The Office of Personnel Management currently handles
all adjudications after a Federal agency denies Federal
employment to an individual who failed to register with
the Selective Service System. Although OPM is autho-
rized to offer a waiver to individuals who can establish
that the failure to register was not knowing and willful,
it does not maintain statistics on the number of waivers
granted or denied and does not have clear procedures
for adjudicating denial of Federal employment for
nonregistration.

Taking into Consideration Conscientious Objectors

The Federal Government has historically provided
alternatives for those who have deeply held religious or
philosophical objections to military service. The Com-
mission heard from many members of the conscientious
objector community, most of whom desire a means to
indicate at the time of registration their intent to apply
for conscientious objector status.

ALTERNATIVE MEANS OF

SERVING HONORABLY

In the event of a draft, individuals who receive an
induction notice but are opposed to any form of
military service as a matter of conscience may make
a claim for classification as a conscientious objector.
If the Selective Service grants the classification,
through boards of trained volunteers backed up

by an appeals process, the conscientious objector
may be assigned to the Selective Service Alternative
Service Program (ASP) for a two-year obligation. The
ASP allows conscientious objectors to apply their
skills and aptitudes in service to the Nation through
assignments in conservation projects, child care,
elder care, and educational programs.2!

Although they acknowledge that such a status
review would not take place until a draft is activated,
some organizations counsel young men on unofhcial
mechanisms to establish a personal history of consci-
entious objection, such as maintaining certified letters
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with their religious community and noting their beliefs
on Selective Service System registration forms. The
Commission therefore considered such a policy change
that would indicate an individual’s intent to apply for
conscientious objector status. While the addition of a
“conscientious objector box” would probably require
minimal expense, the Selective Service System expressed
concern about possible confusion, during a draft, for
those who indicated their intent to file for conscientious
objector status by “checking the box.” Those individu-
als may believe that indicating their intent at registra-
tion would exempt them from reporting to a Military
Entrance Processing Station or would guarantee that
their local board would designate them a conscientious
objector.

Ultimately, the Commission determined that
harmful unintended consequences would make such a
policy change ill-advised. In particular, the Commission
believes that allowing an intent-to-file box might raise
concerns about the fairness and equity of a draft. The
ability to indicate one’s status during registration might
also limit the credibility of individuals who later find
themselves to be conscientious objectors, potentially
giving the impression of a weaker claim because they
had failed to indicate their status at the time of initial
registration. In addition, some individuals would oppor-
tunistically elect to identify as conscientious objectors
regardless of their actual beliefs, thereby diminishing
the value and negating the purpose of such an intent-
to-file box. However, the Commission recognizes the
importance of the American tradition of conscientious
objection: should a draft be authorized, individuals
remain able to file a claim or appeal regarding consci-
entious objector status and may be given a temporary
deferment, a postponement, or a permanent exemption
under existing law.

Addressing the Need for Critical Skills

As discussed above, the purpose of a draft con-
tingency is to ensure “adequate personnel with the
requisite capabilities” to meet the needs of the Nation.
Given the changing nature of warfare—including
rapid technological advancements and acquisition
cycles, increasing usage of unmanned systems, and
globe-spanning cyberwarfare—it is easy to envi-
sion a potential conflict in which the Nation needs
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A Navy sailor welds on the USS Harpers Ferry.

individuals with critical skills.*

The Commission’s mandate included a review of
mechanisms for bringing critical skills into the mili-
tary. Fundamental to developing plans for inducting
personnel with those skills is an understanding of
current and projected needs. At present, no compre-
hensive military list of current or projected in-demand
skills exists. Bonuses for each military position—or
occupational specialty—offer a rough approximation
of the demand for discrete skillsets and capabilities,
but this measure is imprecise and does not apply solely
to skills that DoD has in short supply. Continually
identifying and cataloguing critical skills
would help develop a common under-
standing of the severity of the need for
certain critical skillsets within the military.

National security experts testified to
the Commission that while the nature of a
future scenario requiring national mobili-
zation is unknown, there will certainly be
a need for high-level skills in science and ~ €XZSZs.
technology and other related fields.*** Using

existing information, military leaders have

* For instance, U.S. military services may consider individuals with high-

demand skills that are not highly specialized, such as mechanical aptitude
or language proficiency, to be critical skills.
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At present, no
comprehensive
military list of
current or projected

in-demand skills

identified personnel with health services, cyber, space,
and pilot training as in high demand; however, addi-
tional analysis would be required to identify the full list
of critical skillsets.?*

The Commission recommends that
Congress require the Secretary of
Defense to generate and maintain a list
of the type and number of currently
needed critically skilled personnel.

Assuming that DoD generates its list of critical
skilled personnel, the Commission considered several
alternative approaches to meet the critical skills needs
of the Nation, including a targeted skills draft based
on an existing model designed to provide health care
providers to the military if needed and extension of the
age range of registrants to the Selective Service System
to induct personnel with more refined skills in time of
crisis.?** Ultimately, the Commission did not support
drafting individuals with critical skills but endorsed a
system that would both harness the American spirit to
volunteer in times of need and deliver an expedited and
flexible method for the military to identify and access
those with requisite skills during an emergency.

Considered Alternatives to Acquiring Critical Skills

In order to ensure that the military has reliable
access to qualified health care providers, in 1987 the
Selective Service System developed the Health Care
Personnel Delivery System—a standby plan for regis-
tration of persons qualified in a health care
occupation, regardless of gender, between
the ages of 20 and 45, in more than 60
discrete fields of medicine.”®® The plan,
required by Congress, uses predefined
relationships between the Selective Service
System and medical boards, associations,
and other certifying agencies to verify
licensing and qualifications and to gener-
ate a ready database for a draft of skilled
health care providers. While the concept
of a targeted skills draft raises broader concerns over
fairness and equity, the Commission ultimately found
that other high-demand critical skills, such as cyber
skillsets, lack similarly specific classifications and do
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not rely on central licensing or certifications. Thus, the
Health Care Personnel Delivery System model cannot
be transferred to nonmedical fields.

Another potential method to increase the military’s
access to individuals with critical skills would be to
extend the upper age of the Selective Service registration
requirement to 35 years old and amend the MSSA to
require a multiyear lottery and selection process. Cur-
rent regulations issued by the Selective Service System
call for induction to begin with 20-year-old registrants
and progress through each year group between 21 and
25, before returning to 19- and 18-year-olds. Because
many high-demand skills are developed only after long
courses of education or training, as well as professional
experience, expanding the age cohort of registrants
increases the likelihood of selecting an individual with
a desired skillset through the same draft lottery that
would apply to the entire cohort, thus maintaining fair-
ness and equity.*

However, expanding the pool of registrants—in
order to include older individuals who are generally less
eligible for military service—may add to the timelines
associated with a draft lottery without necessarily yield-
ing the required skillset in a rapid manner. Further, the
President and Congress have the ability to determine
the age of inductees eligible for selection at the time of
draft authorization. As a result, the Commission found
this approach inadequate to reach individuals with crit-
ical skills in a timely manner and of marginal utility to
justify amending the registration age now.

Creating a Critical Skills Individual Ready Reserve
(IRR)

The Commission recommends that

Congress authorize an Individual Ready
Reserve (IRR) of personnel with critical
skills for the Secretary of Defense to
develop and implement.

To ensure the effectiveness of a process that selects skilled personnel
randomly along with the general population, regulations regarding the
induction of personnel would need to be updated to account for the
skills of selected individuals.
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The Commission believes the best way to preserve
fairness and equity and sustain the most lethal and
capable military in times of conflict requires enhancing
voluntary mechanisms, such as through the creation of
a critical skills IRR and a national roster of volunteers.
Such mechanisms capitalize on the American spirit to
rise to the occasion in times of crisis and are consistent
with the Commission’s conception of the draft as an
option of last resort.

To satisfy the simultaneous personnel requirements
of Iraq and Afghanistan over the past two decades, DoD
chose to implement several measures that stressed the
All-Volunteer Force. These measures—including stop-
loss, extended deployments, and the operationalization
of National Guard and reserve components—have
strained the ability of the Guard and reserve compo-
nents to fulfill their role as a strategic backstop in times
of emergency. A critical skills IRR would rebuild the
military’s strategic capacity, enabling non-prior service
members and those leaving active or reserve service to
receive certain incentives to be available in times of
emergency, while being subject to a less-regimented
training schedule than that of the Selected Reserve.

Creating a National Roster of Skilled Personnel

The Commission explored the potential creation
of a national roster—or database—of individuals who
indicate their willingness to serve in a time of emer-
gency and provide information regarding occupations,
qualifications, and certifications, as well as baseline
information regarding eligibility. Members of such a
national roster would be prompted annually to update
their personal information and indicate their willingness
to remain available for a call-up. Unlike members of an
IRR, individuals who chose to join the national roster
would not be required to muster, providing a more flex-
ible option for those willing to serve when needed. In
times of emergency, the Nation could rapidly identify
high-demand skillsets and call upon those individuals,
who in turn would then decide voluntarily whether to
meet that call and serve. The concept of a national ros-
ter dates to World War II, when the National Roster of
Scientific and Specialized Personnel was developed and
maintained to provide a list of essential professionals for
the Government.
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An Air National Guard staff sergeant works at a command and control center in Cayey, Puerto Rico.

A national roster would offer several advantages,
such as being more tailored to DoD needs than a Pres-
idential call for volunteers, offering lower per-member
costs than an IRR, and having the ability to scale
across a wide variety of skillsets and qualifications.
As former Secretary of Defense Robert Gates aptly
reflected, the United States has “a perfect record over
the last 40 years in predicting where we will use mil-
itary force next. We've never once gotten it right.”*
In times of emergency, the military may have a press-
ing need for a skill that was not previously deemed
critical. A national roster would hedge against unfore-
seen needs and provide a more efficient mechanism to
identify and recruit interested individuals with needed
skillsets. A national roster could be hosted through the
proposed service platform. In particular, the Council
on Military, National, and Public Service may create a
system in which participants can volunteer informa-
tion about themselves—including their skillsets and
certifications—if they are willing to serve during a
national emergency.
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Improving the Readiness of the National
Mobilization System

Despite the potential necessity of a draft in the event
of an existential threat to the Nation, DoD operational
plans do not currently account for a draft activation.
This omission in part reflects a limitation of operational
planning, which typically focuses on available forces.
Thus, DoD’s declaration that it has no plans envision-
ing mobilization does not imply that there is no utility
in maintaining a draft contingency.

In a national mobilization scenario that would
require a draft, DoD has stated that “Congress and the
President would be required to enact a law authorizing
a draft, were they to deem it necessary to supplement
the existing force with additional military manpower,”
and appropriate funds to do s0.?*” Following this autho-
rization, the Under Secretary of Defense for Personnel
and Readiness would consult with the military services
to inform the Director of the Selective Service System
of the number of conscripts needed. DoD must also
coordinate with other Federal departments and officials,
including the Secretary of Homeland Security—who
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serves as the principal advisor for the overall supervision
and coordination of emergency planning and national
resources—during a national emergency necessitating
military mobilization.?®

To ensure that the Selective Service System is able
to operate as an effective “insurance policy” requires
improving the readiness of the mobilization system
and holistically reviewing institutional and organiza-
tion functions and roles that have not been exercised
since 1973. For example, the agencies responsible for
implementing a national mobilization are not ade-
quately prepared to carry out significant increases in the
number of military personnel or the throughput of the
military induction-training pipeline. DoD’s focus on
capabilities-based planning and immediate demands on
the force have come at the expense of long-term stra-
tegic planning for a national mobilization, and while
the Selective Service System recently resumed exercising
some of its functions, those efforts are not institutional-
ized. The use of robust exercises, in addition to updated
requirements and assessment of future needs, is critical
to developing a common understanding of potential
gaps in procedures that could threaten the success of a
national mobilization.

Building National Mobilization Exercises

While the Selective Service System has maintained
active registration since 1980, no significant tests of
the system have been undertaken to assess whether it
can fulfill its mission during an emergency. In his tes-
timony to the Commission, the Director of the Selec-
tive Service System noted that the agency recently
conducted mobilization exercises for the first time in
several years.”* Though a positive start, these readiness
exercises are not yet comprehensive or institutionalized,
making them dependent on the priorities of the incum-
bent Selective Service Director. Furthermore, Commis-
sion discussions with former DoD leadership revealed
that DoD war games and strategy reviews usually end
with mobilization of the Selected Reserve, ignoring
force expansion through conscription. Insufficient
exercises or review of mobilization processes degrades
the utility of the Nation’s draft contingency, a problem
compounded by the low degree of public engagement
and awareness regarding national mobilization—partic-
ularly because more than four decades have passed since
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the last draft occurred.” In her testimony to the Com-
mission, Dr. Loren DeJonge Schulman, at the Center
for a New American Security, underscored the impor-
tance of “informal exercises that test assumptions and
plans of the Selective Service System and its integration
with DoD.”?! According to Schulman, exercises would
also heighten public awareness of national mobilization.

The Commission recommends that

Congress direct the Secretary of Defense
and the Director of the Selective Service
System to conduct a regular exercise that
includes the full range of interagency
mobilization stakeholders to review total
and mass mobilization strategic and
operational concepts. The Commission
additionally recommends that Congress
require the Secretary of Defense to
provide to Congress a report on the
results, which may be delivered in a
classified form.

LY The Commission recommends that the
President direct the Director of the
Selective Service System to periodically
exercise the agency’'s mobilization
responsibilities.

3 The Commission recommends that
Congress appropriate additional funding
for the Selective Service System to
accompany exercises with a public
awareness campaign that communicates
their purpose.

A senior Joint Staff official also noted to the Com-
mission that although there were no plans to expand
the force at this time using conscription, models did
exist to expand the military in the event that the United
States needs more forces. Military plans are developed
to be resource-informed, and in recent years have not
incorporated the use of the draft or mobilization of the
Selective Service System.?”? In early 2019, DoD’s Office
of Cost Assessment and Program Evaluation initiated
an analytic review of national resources to support a

National Commission on Military, National, and Public Service
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Figure 11: The Current 193-Day Total Mobilization Plan

This figure depicts the Selective Service System'’s plan to execute an emergency draft
to meet DoD's requirement for the first draftees within 193 days of activation.

Congress and
the President

activate the

draft

Six- Day 6-45: Day 86: Day 183: Day 193: Day 210:
month Selective Service System Registrants Induction First draftees 100,000
assumed conducts lottery and then begin notifications are inducted draftees in
lead time begins sending selection reporting for sent into military the military

notifications evaluation service

Day 6-85

Selective Service System Day 85-100:

expands operations Local boards begin

to review claims

Source: Selective Service System, correspondence to the National Commission on Military, National, and Public Service, July 10, 2019.

large-scale mobilization that exceeds DoD’s on-hand
resources given that the 2018 National Defense Strat-
egy Commission concluded that “unanticipated force
demands” and “unfilled capability gaps” among other
factors could prevent DoD from achieving its central

73 Requiring table-top exercises will ensure reg-

goals.
ular, scoped-out exercises involving relevant entities
as well as increase general awareness of the draft and

national mobi